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° How to Use This Guide

This Guide has been written to provide information on how to
plan, implemerit and evaluate Staff Development Programs for Adult
Basic Education teachers, administrators, volunteers and aides. It
describes some of the program practices and resources that are effective in
developing staff development programs.

This Guide is divided into sections which deal with various compo-
nents of a staff development program including: background informa-
tion; planning; implementation; evaluation; and resources. It is organized
in such a way as to serve as a resource when completing the Application
for Staff Development Funds from the Ohio Department of Education.

Other pertinent information can (and should) be added to this
manual in a three-ring notebook format, including specific forms needed
for planning, implementing and evaluating a staff development program
for Adult Basic Education. The Guide should be continuously updated
with new information sent by the Ohio Department of Education such as

. the Application Forms for Staff Development. Other sources such as the
Ohio Association of Adult and Continuing Education Conference will
serve as contributors of useful information in this area.

Ideas gathered from the Adult Basic Education Staff Development
Directors can also be inserted in each of the sections of this Guide. These
examples of program practices will serve as a rich resource for program
improvement by all who take advantage of these contributions.
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® Background Information

A person or committee responsible for designing and conducting
staff development for educators in adult basic education face a de-
manding challenge. The staff development specialist must be able to
organize, communicate, motivate, and delegate effectively. This person
must have a well developed educational philosophy to guide this
important work. The stakes are high in staff development. Resources
are expended. Precious time is committed. Learners lives are affected.

Program Staff and Activities

The ABE instructional staff in Ohio consists mainly of part- time
teachers and volunteers. These instructors are similar to other ABE and
ESL teachers nationwide and are "generally characterized as highly
transitory, often isolated, and frequently elementary or secondary
teachers working part-time in adult education programs” (Tibbetts,
1991, p.4). Furthermore, the volunteer instructors are “"typically

. employed full-time in other positions and although generally well-
educated, are not professional educators or experienced in adult educa-
tion" (p.4).

Approximately 120 full-time, 1,500 part-time adult education
personnel, and over 3,500 trained and supervised volunteers deliver
essential programs and services to over 75,000 adults annually in Ohio's
Adult Basic Education Program. Their program activities include:

(

* student recruitment and program promotion activities

* counseling and other support services

® direct instruction using different teaching approaches in a
variety of educational settings

* aregular program of training for paid staff and volunteers on
the state and local level

* assessment and referrals to advance educational and training
programs (Ohio Department of Education Program Plan for
ABE, Fiscal Years 1990 - 1993).

N
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"Fourteen states, includ-
ing Ohio, require adult
education teachers to hold
an elementary or second-
ary certificate, making it
the leading method of
certification. *

State Certification Requirements

Certification requirememts normally insure the public that
educators possess the skill and knowledge to do their job well.
However, according to Pelavin anid Associates (1991), "teachers of
adults are i.quired to meet less stringent certification standards than
are elementary and secondary education teachers.” State university
and coliege requirements for adult education certification are minimal
or non-existent (Foster, 1988).

Fourteen states, including Ohio, require adult education teach-
ers to hold an elementary or secondary certificate, making it the lead-
ing method of certification. While 11 states require preparation and
training for adult certification, 25 states have no certification require-
m=nts at all (Pelavin, 1991).

Additional methods of certification reported by Cope (1984) are:

(e a combination of experience, degree and/or coursework;
* credit-based degree plus compietion of ABE courses;

an emergency certificate;

endorsement of specialized adult education credit courses;
variations of teaching certificates.

Local programs may mandate additional requirements in
addition to those of the state. Appropriate experience, especially
expe:ience with adults, is an important consideration along with
certification.
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Inservice Training Requirements

State mandated staff development and inservice training re-
quirements for ABE and ESL teachers vary widely with no consisten®
pattern. Requirements range from as few as four hours to 50 hours of
staff development annually (Pelavin, 1991).

When there is minimal or no state requirement for inservice
training, local ABE and ESL programs mandate requirements for their
teachers. Even where states have requirements, some local programs
may exceed those (Pelavin, 1991).

Since certification does not summarily result in improved
teaching, inservice training and staff development programs could be
an acceptable alternative method of ABE certification. As certification
is only indicative that the teacher has met state requirements for teach-
ers of adults, on-going staff development could become a fundamental
part of ABE and ESL programs to ensure that not only teachers, but
also volunteer instructors, are adequately prepared (Draper, 1986).

In Ohio, every district is required to conduct staff development
and inservice training programs, although there is no requirement on
the minimum or maximum number of hours. Local programs provide
training services in accordance with state requirements, but have no
mandates concerning staff participation.
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Factors Affecting Staff Development Training

Pelavin and Associates (1991) have concluded that "despite consen-
sus among researchers, practitioners, and policymakers that the lack of
training is a problem for adult education field, providing training oppor-
tunities is not an easy task" (p.9). They have identified five major factors
which influence the delivery of training. These factors include: (1) limited
financial resources; (2) the organization of services; (3) the lack of a re-
search base; (4) high rate of teacher turnover; and (5) minimal state and
local policies and guidelines regarding certification (pp.9-11).

Limited Financial Resources
The Adult Education Act is the major funding source for ABE and
ESL programs, including teacher training. Currently, under Section 353
not less than 15 percent of the funds allotted to the state shall be used for
training teachers, volunteers and administrators. Specifically, two-thirds
. of the 15 percent is to be spent on staff development.

Organization of Services

The nature of aduit education directly affects delivery and avail-
ability of staff development services for teachers and volunteers who assist
in this process. Organized to serve the non- traditional part-time student,
ABE and ESL programs are usually offered in the afternoon or evening.
Needed only part-time, most teachers are usually employed full-time at
other jobs making it difficult to schedule training services that do not
conflict with ABE/ESL instruction and the full-time responsibilities of the
teachers (Pelavin, 1991).

Lack of Research Base

Also complicating attempts to provide sta f development for teach-
ers and volunteers of adults is the lack of research in the specific field of
adult education. Being diverse and multi- disciplined, adult education
draws from other fields. The misperception that “there is no need for
theory” that is unique to adult education (Cross, 1986) has resulted in a
lack of "systematic and coordinated approaches to issues such as teacher

. training, research and practice (Courtney, 1986).

ERIC
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High Rate of Teacher Turmnover

The nature of adult education affects the commitment adult
educators are able to make to a program. Part-time positions, lacking
benefits, keep teachers from making a long-term commitment to adult
education programs and result in continual turnover (Pelavin, 1991).
Providing continuous inservice training and staff development for new
teachers and administrators is burdensome on the limited financial
resources of adult education.

Lack of State Certification Requirements

The lack of specific state certification in adult education affects the
delivery of inservice training and staff development. While state certifica-
tion may not necessarily ensure a better quality of teaching, the absence
of specific requirements may reduce the demand for training services
(Pelavin, 1991).

11



Background Information

Data Sources

There are four common sources for data and information for Staff
Development in Adult Basic Education:

(

A program planning literature in adult education;
A teacher training/inservice materials;

A general staff development; and

A other materials from the ERIC database.

The teacher training materials, preservice and inservice, as well as the staff
development materials have been developed for both school-based, K-12
teachers as well as ABE instructors.

The ERIC database includes literature found in State and Federally
funded:

. * Final reports;
* Inservice guides and manuals;

* Descriptions of exemplary programs;
e Principles and techniques of staff developr .ient;
* Articles on new content areas, eg. CAL

,,,,,, Such materials are often referred to as "fugitive” materials because
i, they can be difficult to find. ERIC does an exceilent job of providing this

x service of making them accessible. The Resources section of this Guide
contain various ERIC documents that contain staff development literature

of different types. Information on how to access ERIC is also included in
The ERIC database pes.
includes some of the follow-  the Resources section of this Guide.
ng literature: This guide relied on materials from many of these sources with

* Final rts
. h::m,'go quides and particular emphasis from two publications: Study of ABE/ESI. Instructor

mnuals Training Approaches: The Delivery and Content of Training for Adult
* Descriptions of exemplary Edmﬂmlgﬁshmandmmmwm by Iolm Txbbetts et AL_ for

pmgmms
e Principles and technigues Pelavin Associates, 1991; and Staf{

of staff development Book, published by the Ohio Department of Educatxon 1983 Other |
v Articles on new content  materials that were especially useful in the developmen: of this guide

, eg. CAL . . :
. M‘}o':‘sm ;?fmi‘;om were those developed by the National Adult Basic Education (ABE) Con-
ERICisin the Resource  sortium on Staff Development: Principles and Technigues, 1986, 1987,
section of this guide. 1988. 6
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PROGRAM TYPES: The Context For Staff Development
in Ohio Aduit Basic Education Programs

Sponsorship of training services and staff development programs is
shared at three levels. At the state level, the department of education
offers statewide training programs two or three times per year. Included
in these programs are sessions for new teacher training, mathematics and
family literacy instruction.

At the local level, individual districts can be self-suppo-ting and
provide trainung services for their staff and volunteers. These districts are
generally larger with a high number of paid staff. Staff development
programs are usually a one session program, as oppused to an on-going
series of sessions.

As an alternative to individual sponsorship, a consortium of dis-
tricts can also provide training at the local level. This method is particu-
larly attractive to small programs with a low number of paid staff.

In Ohio, adult education instructor training providers include
consultants, local district personnel and referral agency staff. Internal
consultants are staff in ABE/ESL programs who provide training instruc-
tion to programs other than their own. External consultants such as four-
year college and university personnel are hired from outside the adult
basic education system to provide instructional training services for staff
development.

Local district personnel also provide staff development training
services. Expertise on adult education within the local district is utilized
to provide training services for teachers of aduits.

The connection between the district and referral agencies goes
beyond the placement of students into educational programs.

Referral agency personnel provide training and instructional services that
can offer insight into the student's situation and thus enhance instruc-
tional delivery.

13
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Volunteer instructors and program management staff have become
an integral part of ABE and ESL programs. Volunteers may be recruited,
trained, managed and supported either by the ABE/ESL program or
through a community-based literacy volunteer program. Some ABE/ESL
programs have developed their own orientation and training programs
for classroom volunteers. Others have adopted the training available
from either Literacy Volunteers of America (LVA) or Laubach Literacy
Action (LLA). Contact information for each of these two national pro-
grams can be found in the Resources section of this guide. Some ABE/
ESL programs utilize but do not train volunteers from these local commu-
nity-based groups. Volunteer instructors are commonly invited to ABE
staff development programs. In fact, ABE/FSL instructors also take the
training provided by either LVA or LLA as part of their ov 1 staff devel-
opment programsin basic reading, ESL and family literacy. This
preservice training varies between 12 and 18 hours of preparation. Pro-
grams often require at least one inservice session a year for literacy volun-
teers. Literacy volunteers of America, Inc. also provides an intensive 14-
hour training on literacy volunteer management.

11
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Staff Development Defined

In much of the literature. definitions of staff development
have focused on teacher behavior and organizational goals. For
example, McHaney & Impey (1988) have defined staff development as:

to the improvement of an individual’s competence and satisfaction

® ® The totali&of‘éducational and personal experiences that contribute
in an assigned professional role (p.3).

Their concept also included the notion of goals of the individual
and/or organization when describing Staff Development as:

@ ® @ A program designed to alter the professional practices, beliefs, and
n n n understanding of school yersons toward an articulated end (p.3).

A much broader conceptualization is offered by the Ohio
. Department of Education. The Adult Basic Education Staff
Development Application (ABE-S5-7-92) defines Staff Developmeat in
the following context:

® ® & Stuffdevclopnient is a series of ongoing, focused activities offered
over time. These activities are linked to a professional development
plan and/or to organizational goals at the state, regional, and/for local
level. These activities are designed to mect identified needs; develop
professional, individual growth; and nurture and promote leadership
in the ficld.

Staff development provides knowledge, methods, skills, and
technigues resulting in changed teacher behavior and improved
student learning. 1t is evaluated continuously, and the results of
evaluation imfluence future staff development planning and actior-
ties.

On recommendation of Ohio's Staff Development Task Force, June
19,1991, future prorosals to provide staff development should reflect
an understanding of this definition.
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Staff Development Functions
Within the context of these definitions, the functions of Staff Development
should include:

improving skills; implementing curricula,

I Inservice Education procedures; expanding subject matter
knowedge; planning and organizing instruc-
tion; and increasing effectiveness.

l Organization Development building program climate; solving problems;
increasing communication among staff mem-
bers.

conducting workshops; assisting with building
Consultation staff development, implementation, and evalua-
tion; assisting with administrative planning.
ascisting with inter- program commumication;
Communication organizing and Providing information about
. resources; assisting with communication be-
and Coordination tween administration and staff; providing
central coordinating service.
providing suggestions for new curricula, in-
structional approaches; identifying problems
Leadership and suggesting solutions; informing about
innovative approaches; researching ideas for
evaluating practices and procedures; providing
assistance with innovation processes.

{(McHaney & Impey, 1988, p.3)

The ultimate end of staff development programs is in most cases the
improvement of student learning.

10
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Effective Staff Development: Lessons K- 12

"Meaningful and lasting change requires an established training
program with clearly defined procedures, long range goals, and carefully
constructed support systems” (p.30). The experiences of K - 12 education
provide guidelines for those wishing to improve staff development for
ABE/ESL teachers and volunteer instructors. According to Pelavin and
Associates (1991), "some of these guidelines are already reflected in adul«
education training activities” (p.3). The following are summaries of these
guidelines.

An Effective Staff Development Program:

1 Involves Teachers and Volunteer l:structors in Planning
and Decision-Making

In practice, teachers and volunteer instructors are often expected to
participate in inservice programs that their supervisors have planned for
them. "In these instances, their learning may not only be limited, but they
are less apt to develop as critical thinkers about their own professional
development and to identify and pursue their own learning-for-teaching
needs” (p.31). In keeping with adult education practices (Knowles, 1980),
these stakeholders would benefit more from their participation in the
planning, implementing and evaluating of their own inservice programs.
Furthermore, it is believed that thcy would take on more ownership of
their own staff development activities and feel responsible for their own
professional growth.

— Maintains a Positive Climate for Teacher and Volunteer
2 .
i Instructor Growth and Change

A chimate for change in teacher behavior must be encouraged by
the admirustrator of the ABE/ESL program. The administrator must be
viewed as an instructional leader who encourages change through experi-
mentation and risk-taking. "Teachers and volunteer instructors who

11
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engage in staff-development need to be rewarded (monetarily, release
time, and /or advancement); they need recognition and respect, and they
need time and reinforcement to pursue new learning and to experiment
in their classrooms" (p.32).

This is especially true for part-time teachers who are most in need
of support by their administrators. Without such support, there will not
be any lasting growth or change for teachers.

3 Shows Evidence of Systematic Decision-Making and
E Demonstrates Consistent Underlying Assumptions

The stakeholders of a staff development program should make
sure that they keep in mind the intended outcomes of their staff develop-
ment program. They should also make sure that they utilize the findings
of the most up-to-date research findings which relate to their staff devel-
opment activities. In addition, they should be aware of the following
areas/questions:

A What level of knowledge needs to be communicated ( eg. information,
attitudes, understanding of specific teaching skills) and at what level
does it need to be learned by participants (eg. general familiarity, ability
to recall, ability to explain, ability to implement in practice)?

A Since all learning environments reflect the trainers’ attitudes toward
both the subject matter and the participants, what sort of balance exists
between content and nurturant outcomes? For example, it may be more
important initially to cultivate interest and enthusiasm among teachers
in the hope of establishing a climate conducive to long-range profes-
sional growth than to place immediately a heavy emphasis on subject
matter content.

A s the content of the staff development program consistent with the
appropriate knowledge base? For example, if the staff development
program emphasizes reading instruction, are the resource staff familiar
with what is known about how readers process print? (This is not as
obvious as it sounds. Many presenters and instructional materials
reveal no evidence of this knowledge.)

12
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A Is the staff development program arranged in a manner that encourages
teachers to engage in individualized learning projects, action research,
and other activities which “create” knowledge? Are they offered guid-
ance in such undertakings and given opportunities to share the results?
Or are teachers considered simply recipients of information? (p.33).

B Reflects Continuity and Follow-Up

The following advice made by Pelavin and Associates (1991) is
central to the intent of this guide.

Evidence from a variety of sources indicate that one-shot work-
shops and training sessions are ineffective in bringing about changes in
teacher and volunteer instructor behavior. Individual staff development
activities must complement each other and retlect common goals and
consistent underlying assumptions. Furthermore, teaching strategies
must be coached and practiced many times before much transfer is likely
to occur. Linkage between staff development and teaching settings may
be encouraged in other ways such as preparation of actual classroom
materials and applications within inservice sessions. Effective staff devel-
opment must provide opportunities and support systems for this linkage
to occur (pp. 33-34).

5 Includes Ongoing and Systematic Evaluation Procedures
l Reflecting Particular Attention to What Information is Gath
ered and How it is Used

Evaluations of ABE/ESL workshops and other staff development
activities often are concerned with a “happiness quotient” of participants.
However, evaluations should go beyond participant satisfaction and begin
to measure their impact on classroom behavior of teachers and volunteer
instructors. Several evaluation measures are offered in the Evaluation
section of this guide which measure the success of staff development
programs.

13

14



Background Information

Exemplary Programs

The use of the principles and techniques discussed earlier
has been drawn from a variety of sources and has been outlined by the
National ABE Staff Development Consortium (1986, 1987, 1988). Their 70
principles and 39 corresponding techniques relate to planning and con-
ducting training for ABE teachers and other staff. A special issue on staff
development provided by the New York Literacy Assistance Center (Dick,
1989) describes several literacy programs which utilize these principles
and techniques. Each of these staff development projects presents a real
life example of one of more of the following staff development principles:

* Professional Development Plans

* Coaching |

* Collaborative Work Groups

* Training for Program Development

. For example, one illustrates the techniques of a professional devel-
opment plan and principle of allowing participants to choose their in-
RS volvement and linking training to an individual plan. Another technique
¥ of coaching addresses the principle of on-call assistance of colleagues at
the work site. A third involves the principle of providing teachers with
the opportunity to meet and share ideas. Another phased training tech-
nique shows the principle of spacing staff development over time. The

E /! . : .
mplemplary Programs last example illustrates the technique of training for program develop-

utilize the following staff
development princicples:  ment and the principle of making staff development a part of program
» Professional development.
Development P
. Conep ;;"”’ ans | ?uch examples.of exemplary programs can be found by
» Collaborative Work reviewing the professional literature on staff development. The ERIC
Groups Clearinghouse offers this service in order to assist ABE instructors and

¢ Training for ' ) ) ]
ProgramDevelopment  Others to continue to improve their own practice

14




OHIO DEPAETMENT OF EDUCATION
PROGRAM PLAN FOR ADULT BASIC EDUCATION
FISCAL YEARS 1990-1993

EXECUTIVE SUMMARY

GEOGRAPHIC AREA TMPACTED: Statewide
ELIGIBLE POPULATION: Undereducated adults who:

A. lack sufficient mastery of basic educational skills necessary for literate
functioning;

B. do not have a certificate of graduation from a school providing secondary
education or who have not achieved an equivalent level of education;

€. are not proficient in the use of the English language; and

D. are not subject to compulsory school attendance under state lav.

NEED FOR THE FROJECT: To establish, expand, and improve adult education
programs and services to:

A. educationally disadvantaged adults who demonstrate basic skills equivalent
to or below that of students at the fifth grade level (estimated at 150,000~
200,000);

B. adults who have not completed eight years of education (estimated at
440,000);

C. adults who have not completed twelve yvears of education (estimated at
2,200,000); and

D. adults who have limited proficiency in the use of the English language
(estimated at over 45,000).

. PURPOSES OF THE PROJECT: To address th:. three major purposes of the Adult
Education Act, that is, to:

A. enable undereducated adults to acquire the basic educational skills necessary
for literate functioning;

B. provide these adults with sufficient basic education to enable them to
benefit from training and retraining programs and to obtain and retain
productive employment; and

C. enable adults, who so desire, to continue their education to at least
the level of completion of secondary school.

SERVICE POPULATIONS AND GDALS: Statewide program goals are based on the
identified needs of the genmeral population in the state as well as the particular
educstional needs of selected special populations. These special populationms
include immigrants, the incarcerated, the handicapped, the unemployed, the
homeless, adult migrant farmworkers, the disadvantaged, minorities, and public
assistance recipients. Major goals were established in the following areas:

A. expanding services to those identified in the needs assessment;

B. increasing the educational, social, and economic impact of the program;

C. developing and implementing a family literacy component;

D. increasing the number of locations and participants served in workplace
literacy programs;

E. continuing to implement and conduct staff development and special demonstration
projects; and

. F. increasing interagency planning, implementation, and evaluation of project

activities.

(Over)




Adopted goals will be used to develo) a statewide program in which significant
portions of educationally disadvantaged sdults in the state wvill be served
io the most effective manner possible.

. PROGRAM ACTIVITIES AND WHO WILL PERFORM THEM: Approximately 120 full-time,
1,500 part-time adult educarion personnel, and over 3,500 trained and supervised
volunteers will deliver the following essential programs and services to
over 75,000 adults annually:

A. student recruitment and program promotion activities;

B. counseling and other support services;

C. direct instruction using different teaching approaches in a variety of
educational settings;

D. a regular program of training for paid staff and volunteers on the state
and local level; and

E. assessment and referrals to advance educational and training programs.

EVALUATION OF LOCAL FROJECT ACTIVITIES: A variety of internal and external
strategies will be used to evaluate the activities of approved projects.
These will include:

A. team reviews of selected projects;

B. individual consultant's reviews;

C. preparation of annual performance reports; and

D. vperiodic assessment of goal achievement during the plan period.

PAST ACCOMPLISEMENTS AND OBJECTIVES MET: During the period of the last state
plan (1986~1988), there was: (1) an increase in the number and percentage
of program participants who were functioning at less than the equivalent

. of a fifth year level of education; (2) an increase in the number of participants
who completed preparation for, and passed the General Educational Development
Test; (3) 17,846 persons who enrolled inm advanced training programs; (&)
15,322 persons who secured new employment; (5) 6,777 who obtained a better
job; (6) 6,622 who were rewmoved from public assistance; (7) 1,317 who received
U.S5. citizenship; and (8) 13,056 who registered or re-registered to vote.

PROPOSAL REVISIONS WHICH WILL IMPROVE PROGRAM: (Creatly expanded provisions

for joint plamning and coordination with a wide range of related services

conducted by other relevant federal and state programs including vocational
education and jodb training, rehabilitation services, immigration and naturalization
services, higher education, volunteer services, welfare, library services,
community development, parent education and homeless assistance programs.

The criteria and process for conducting special demonstration and teacher

training projects have been modified.

ADMINISTRATION: The Ohio Department of Education
Division of Educaticnal Services
Adult and Community Education Section
65 South Front Street, Room 811
Columbus, Ohio 43266-0308
(614) 466-5015

o
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10 Characteristics of Coherent Staff Development
Programs
(McHaney, J. & Impey, W., 1988)

The following ten characteristics of a coherent staff development

program could be used as a checklist to compare your own programs with
this list.

1. The program has a mission, policy guidelines, goals, resources,
budget and personnel. (Qualitative standards need to be set to
assess each of these. For example, it could be decided that the
mission statement should be undergirded by an explicit set of
assumptions about adult learning and development or the director
of the program should have a line position of authority with bud-
getary control within the organizational structure.)

2. Teachers as the primary participants have a preeminent voice in the
governance of the program.
. 3. Determination of the program agenda (needs assessment) is a

multidimensional process. It engages teachers in the identification
of problems which affect them and their students as part of this
process. (This includes consideration of the how, where, when,
with whom, and why of staff development as well as the question
of what is the primary interest or need.)

4. The program is able to address multiple, interrelated purposes.
(These could include personal, cognitive, theoretical, professional,
and career needs.)

3. The program acknowledges the reality of different teacher roles
and role-relationships and the implications of these for staff devel-

opment.

6. The program is able to employ a variety of strategies and forms of
development beyond the workshop and lecture- discussion for-
mats.

7. There is evidence that staff development is viewed as a continuing

developmental process; that is, specific projects are planned in
considerations of the effects of the classroom context and follow-up
. is provided in that setting.

Full Tt Provided by ERIC.
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10.

The program is able to support a skilled person or persons respon-
sible for planning and managing activities at the ABE site.

The program addresses a balanced agenda of goals; that is, indi-
vidual goals are accommodated within and outside the context of
broader institutional goals whether at the state, local, or school
level.

While schools generally are a realistic unit for the design of a staff
development plan; attention is given to individuals and especially
to key functioning groups within he school There are a variety of
activities planned with expert resources outside the school context

(pp.6-7).



In addition, seven essential characteristics of staff development
programs have been identified. These characteristics can also be com-
pared with your own program practices.

COLLABORATION
Collaboration in organizing and planning staff development
increases commitment to make staff development successful.

PARTICIPATION
Staff development programs that place administrators, teachers,
and learners in an active role are more likely to succeed.

PLANNING
Long range planning of staff developmentinc :ses conformity
with district goals.

. ASSESSMENT
Staff development is most effective when based on professional
needs and concerns of ABE teachers, administrators and learners
on a school/site level.

FOCUS
Successful staff development programs exhibit specificity and
concreteness in discussion as well as practice that supports the
translation of ideas into practice.

SCHOOL-BASED
School-based /school-focussed staff development is far more effec
tive than other types of inservice education (pp.6-7).

TRAINING COMPONENTS
Effective staff development programs contain training that includes
presentation of theory, modeling, practice, feedback, and coaching.

These components are identified as essential elements of exemplary
. staff development programs over and over in the literature and will be
discussed furthe. in the implementation section of this guide.




Essential Elements of Effective Staff
Development (McHaney, J. & Impev, W., 1988)

*Needs Assessment
Includes teachers, volunteers, students and directors

*Theoretical Background and Research
Reason for change and supporting research

*Demonstration/Modeiing
Concrete presentation of instructional practice (may include
video)

*Practice with Feedback
Participants practice technique in training session

¢ Application
‘ Practice in real situation with support from peers, mentors,
and others

*Follow-up
Integrate follow up session

*Evaluation
Record/document instructional change resulting from
training

Full Tt Provided by ERIC.
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Planning

Staff development leaders must make decisions about their pro-
grams with the best information available. They must develop plans for
long-term programs that will bring about growth and learning for
administrators, teachers, volunteers and aides. They must learn to work
collaboratively with advisory boards and stay within their budgets.
They must have knowledge of effective needs assessment strategies and
how to match their plans to these needs, both cons=rtium-wide and
loczlly.

Program Planning
Planning refers to the process of determining the ends to be
pursued and the means employed to achieve them. In adult
education, planning is a decision-making process and a set of
related activities that produce educational program design
specifications for one or more adult learners (Sork & Caffarella, 1989).
Program planning literature is largely normative. That is, the
literature consists mostly of descriptions of how planning should be
cone rather than descriptions of how planning is done. Often, a six step
basic model to program planning is utilized (Sork & Caffarella, 1989):

Analyze planning context
and client system

Y

Assess ngeds

Y

Develop program objectivas
4

¥

Formulate instructional plan '

Y

Formulate administrative plan
i

'

Design a program evaluation
ian 1




Planning

This model] is presented as a step by step process but in fact should not
be thought of as a linear operation. It is true that decisions about one
step are related to decisions about the next. In practice it is possible to
skip steps and to work on several simultaneously. The point is that
systematic planning is a powerful tool for designing effective, efficient,
relevant, and innovative educational programs. In addition, there are
many philosophical and practical reasons for involving the learners in
this process. Viewed as an aspect of the overall operation of a staff
development effort, planning serves several functions (Groteleuschen,
1976). Initially, it results in the identification and clarification of poten-
tial goals for continuing professional cducation. These goals may be
very broad (to increase teacher skills in instruction) or they may be
stated specifically and behaviorally (to enable teachers to show each
participant how to write a letter of inquiry for employment that can be
read and understood by a perspective employer). Planning enables the
administrator to select particular goals from a universe of possible
goals. Effective planning also attends to changing goals as the staff
development effort goes forward.

Often, decisions about goals are based on very limited know!-
edge of alternatives. Planning should also assist the ABE administra-
tor in defining the alternative means for reaching these goals. The ABE
administrator will generally have a better chance of success in the staff
development effort if a number of alternative instructional and content
means are considered.

Planning should not only identify and define alternative means
to desired ends but it should also define some possible consequences
of selecting eauis alternative. In terms of cost alone, the administrator
needs to be as fully aware as possible of the consequences of his/her
actions before acting. Inessence the act of planning is evaluation in
advance, a rather uncommon idea. Planning must take into account
unintended consequences.



Planning

Adult Basic Education Staff Development Application
A copy of the Adult Basic Education Staff Development

Application for the Ohio Department is included in this section of
the Guide. The Application has four parts:

1) Budget

2) Needs, Objectives, and Activities

3) Attachments and

4) Reporting Requirements.
Part 11 is directly related to the Planning stages of the staff develcpment
program. Part II of this Application outlines the steps needed to e
taken in identifying needs and developing objectives and activities.

A. Describe areas needing staff development. Explain how
program reviews, needs assessments, and consideration of
state and local goals for adult basic education contribute to
the determination of staff development needs, both consor-

. tium-wide and locally, as applicable.

B. List objectives of the staff development project, indicating if
they are consortium-wide or for a local program. Relate each
objective to an identified need cited 1n section A.

C. For each listed objective, use activity sheets to describe what
will be undertaken to meet the objective.




Planning

Collaborative Planning: .
Working With An Advisory Committee

Adult basic education advisory committees can be used to assist
the staff development leader in planning inservice programs. The
committee can assist in the data gathering and analysis and the formu-
lation and review of the staff development action plan.

In keeping with recent understanding of participatory adult
literacy programs (Fingeret & Jurmo, 1989), representatives of all
participants, Jearners, administrators and community memb rs should
be recruited for this advisory committee. Thus, such a group will also
be able to provide multiple perspectives on potential problems of the
action plan. According to the Ohio Department of Education (1983),
“there is wide-spread agreement that involving participants in plan-
ning staff development activities increases the chances of success"
p-28). 1t is also assumed that better decisions will be made with a
planning committee.

. Members can be recruited or volunteer. A profile of needed
skills and expertise can be developed to determine if the present advi-
sory group meets all of the criteria. For example, key administrators
should be included to ensure the success of the plan. Previous studies
have recommended no more than 7 - 10 members on a planning com-
mitree for staff development. "Who is involved is as important as the
number of staff involved” (p.28).

A collaborative planning checklist developed for the Ohio
Department of Education (1983) is included as an appendix in this
section of the guide.

o g
ERIC .
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Planning

Needs Assessment

A staff development plan should be based on needs. A needs
assessment can be defined as "a systematic or formal procedure for
determining the kinds and degrees of discrepancy that exist between a
desired state of affairs and the present conditions” (Ohio Department
of Education, 1983, p..5). This needs assessment plan should be based
on certain standards. For example, Willing (1989) suggests nine stan-
dards to evaluate your staff development effort which are discussed in
the section on Evaluation. These standards should be kept in mind as
you are developing your own plans. A sample evaluation tool is also
discussed in this scction of the Guide. “"Whether dealing with institu-
tional or individual needs, the questions or statements should not
juxtapose reality against anideal. Rather, the intent is to establish
genuine needs that can be fulfilled’ (Ohio Department of Education,
1983, p.36). 1t is assumed that awareness of discrepancies will enable
staff development leaders to make more informed decisions, and
design and implement more effective programs.

“Like other aspects of staff development, needs assessments are
dependent on the cooperation and support of those who will be
involved. Therefore, it is important that staff development
leaders explain why needs are being assessed and how the data
will be used in making decisions” (p.36).

Sources and examples of needs assessment have been classified into
three major groups: experts; clients; and educational planners (Lon-
doner, 1990).

Experts oo oo —eo
Research Reports
Interviews
Advisory Councils
Consultants
National and State Conferences

31
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Clients
Interviews
Survey Research
"Opinionnaires”

Educational Planners

Observations
Interviews
Questionnaires
Advisory Committees



Planning

A Five-Step Assessment Plan

This systematic plan has been developed by the Ohio Department
of Education (1983) in order to "anticipate problems and to maximize the
use of their time and energy” (p.36). This plan should also minimize the
risk associated with change. It looks at the assessment process and identi-
fies factors that could prevent an effective assessment.

1 l Establish an Assessment Committee I

This committee m..y be made up of those already serving in an
advisory committee for the ABE program or a separate group may be
identified to assist in the planning of the staff development activities.
Members should include participants of the planned programs. Such a

. participatory approach will be necessary as priorities are identified and
implemented. This committee or advisory group will need to agree on a
strategy to follow including areas of concern and various methodsof needs
assessment for staff development. Since there are various types of assess-
ment instruments and procedures available, this committee will need to
become knowledgeable of the strengths and weaknesses of each type. An
appendix in this section of the guide provides an overview of various
tyyes of needs assessment procedures along with their advantages and
disadvantages for this purpose.

2 l Prepare a Comprehensive Plan I

A plan should be developed by the assessment committee which
includes what information will be necessary, who to survey, and how to
collect and analyze this information. It is important to also decide ahead
of timme how the committee will judge whether the assessment was a
success and anticipate any problems in this process.

RIC A
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Planning

Criteria to judge the success of the development and implemen-
tation of a needs assessment process have been summarized by the
Ohio Department of Education (1983) and are modified to reflect an
ABE context. The needs assessment committee should review these
criteria while developing a plan "because they outline what results
should occur” (p.37):

1. Provide for individual teacher's needs as well as specific
program needs.

2. Provide for teacher's self-assessment of his or her own
personal growth rather than focus on defects.

3. Be designed so that deliverv of activities can occur.

4. Reflect a balance between maximum data collection and
realistic fiscal expense.

5. Commercial needs assessment instruments are available,
but the development of ones based on the specific setting
is recommended.

6. Do not terminate professional growth activities with the

completion of the first year of activities, but keep
them on-going and build on experience.

7. Reconcile short term goals of the professional growth
contracts with the long term goals of the program.
8. Long term evaluation is needed to assess the impact of

the staff development activities on teachers and learners.

In order to evaluate the needs assessment process, the commit-
tee will need to decide on how decisions will be made based on the
needs assessment information as well as identify the potential partici-
pants. In addition, a comprehensive staff development plan should be
developed according to the application guidelines from the Depart-
ment of Education and approved by the administration of the local
program.

According to the Ohio Department of Education (1983), "central
to the plan’s success is how people reach consensus throughout the
needs assessment process. The degree of involvement will greatly
influence the quality and impact of the assessment” (p.37). A staff
development process cannot be imposed on the participants. 8

34
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3 l Determine Methods and Instruments '

There are several commonly used assessment method's that can
be developed by staff development leaders and their adviscry commit-
tees. These include brainstorming, questionnaires, interviews, and
observations (Ohio Department of Education, p. 37). Statements and
questions used with each of these methods should be field-tes*ed with
individuals and small groups. In order to obtain multiple perspectives
on needs, a combination of assessment tools should be used. Exarnaples
of various methods and instruments along with the advantages and
disadvantages of each arr included in the appendix of this section of
the guide.

4 l Interpret Data and Determine Prioritiesl

A needs assessment should reveal discrepancies between
desired levels of performance with current levels. Analyzing the data
will involve three steps for staff development leaders:

1. distinguish between perceived and real needs;

2. identify short- and long-term needs;

3. establish priorities (Department of Education, p.39).
These needs will be influenced by the values of those doing the needs
assessment. Differences in responses of the diverse participants must
be separated to avoid generalizations of needs that do not actually
exist. If only vague needs are expressed, refinement will be needed
using existing needs assessment procedures available. Various proce-
dures are discussed in the appendix of this section of the guide.

30
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5 l Evaluate the Assessment Process I

This step is often skipped in practice due to time constraints. How-
ever, clarification of how needs can be better identified by including a

systematic review of previous procedures and problems. Plans for future
needs assessment should be based on the success of previous attempts to
achieve assessment objectives.

10
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Steps in Planning A Staff Development Program

The Ohio Department of Education (1983) previously identified a
six step planning process for staff development. During this phase of the
planning process, specific goals, objectives, and programs are identified.
Plans are matched to data gathered from the needs assessment. The
basic questions of who, how, when, and where can be addressed in these
six steps (p.44).

ét ep 1 Summarize Needs Assessment Data and
| - Develop Working Objectives

Since the needs assessment data will be collected form various
sources, clarification of issues need to be made before developing work-
ing objectives. There may be conflicting needs identified by different
groups. For example, administrators may identify different needs from

. ABE teachers or volunteer instructors may have different needs from

aides.

It is important to recognize that the working objectives developed
at this stage of planning will probably be revised during the planning
process. The objectives literally translate needs assessment problems
into programs in Part II, Section B of the Staff Development Application
in the appendix of this section of the guide.

Step 2 Y Validate Needs Assessment Data

An advisory committee should be used to validate needs assess-
ment data. This group will be able to clarify assessment data and gain
insight into the views of those surveyed during this process. This step
would prevent any confusion caused from using needs assessment
instruments or procedures which produced datawithout sufficient expla-
nation.

11
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- Ste P 3 Set Priorities for Objectives

There will always be more needs than ability to respond to
them. An advisory committee can be used to help set priorities and
rank objectives in terms of which should be offered in the coming year
and which can wait. It is at this stage that objectives can be ordered to
meet short-term and long-term goals of a program.

Step 4 - Develop Action Plan

The staff development action plan should include all of the
specific details including the activities, materials, staff, consultants,
facilities, budget and all those things needed to implement the pro-
posed objectives. It is suggested that a staff development leader work
with the advisory committee to develop this plan.

Elements of the plan. A staff development action plan should
include six components (Ohio Department of Education, 1983):

(1)  goals and programs to be included;

(2)  specific inservice objectives to be addressed in the

inservice activities;

(3)  anoverall, four- or five-year sequence of activities for
training staff and for putting the desired changes in
practice;

(4)  adetailed description of the major inservice workshops
and other activities that have been planned for the first 12
to 18 months of the four years;

(5) a list of resources - personnel and materials- that can be
used to implement the inservice activities;

(6)  abudget to support the inservice program and changes
in the school program; for example new textbooks,
equipment, or teacher assistants (p.45).

A detailed time line should also be included which identifies dates and

times for activity completion.
12
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St@p 5 ) Present Action Plan to Staff

There are at least two goals which can be accomplished by
presenting the action plan to the staff. First, there is time for partici-
pants to react to the plan while changes can still be made. Additional
suggestions for changes in activities can be made. If needed, the advi-
sory committee working with the staff development leader can revise
the plan. Second, the actual review process prepares staff to participate
in the activities and helps them to "buy into” the change process you
are proposing. "Following the review session, participants should be
knowledgeable about the objectives, the sequence of activities, and the
activity options” (p.45). This review process should be repeated until
there is consensus between the advisory committee and the intended

. participants.

‘Step 6 Implement the Action Plan

After consensus is reached, implementation of the action plan
can begin. The implementation section of this guide will describe this
process.

13
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Matching Plans to Needs

Seven general questions should be addressed in evaluating the
adequacy an appropriateness of plans for a staff development
activity:

Is the planned program directed at identified needs?

Does the proposed program appear relevant and accept-
able to the intended participants?

Given the goal(s) of the staff development effort, do the
proposed activities and content logically make sense?

Do the proposed plans for the staff development effort
reflect an awareness of experience, of what has worked in

. the past?

Does the instructional design involve the learners of your
program? (teachers and students)

Is there variety in your instructional format?
Do you have a plan to evaluate participant expectations,

procedures, as well as outcomes of your staff development
plan?

14
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Stages of Teacher Development

Stages of teacher development are important in planning effective
professional development proyrams.

Teachers in the early stages need much assistance with the
technical skills of teaching and would benefit most from a
highly structured, directive staff development program.
Practical information and applications would be most useful.

Teachers who are a little more advanced developmentally
would seek information to add variety of their teaching and
would prefer a collaborative approach to staff development
and supervision.

Teachers at the highest develomental levels would focus on
more complex and cross-cutting concerns and would prefer

. more team types of arrangements and staff development
programs that are non-directive.

Thus, teachers’ deveiopmental stages may have an effect on the teaching
modes and content of training for staff development
activities.

15
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‘ STATE OF OHIO
ADULT BASIC EDUCATION
STAFF DEVELOPMENT
FISCAL YEAR 1992

general fiscal guidelines

1. Up to ten percent of the total budget amount may be used for administrative
costs {e.g., coordinator’'s sa’-ry and fringes).

2. Unless otherwise required by the governing board of the administrative
or employing agency (and supported by documentation), stipends or salary
paid to participants should not exceed:

a. $20.00 for a half day
b. $40.00 for a full day

Please note that stipends paid to employees of the fiscal agent should be
placed in the 100 object code. Stipends paid to persons not employed by the
fiscal agent should placed in the 400 object code, purchased services. This
has been determined by the Division of Federal Assistance based on
definitions found in the Uniform School Accolinting System Code.

. 3. “rainer/consultant fees should be reasonable and necessary to achieve
program objectives. Additionally, trainers and consultants can be paid
actual travel expenses.

4. Unless otherwise required by the governing board of the administrative or
employing agency (and supported by documentation), costs for conference
attendance shouid not exceed:

a. the actual cost for member registration for an activity sponsored by
a2 professional organization;

b. a per diem allowance of $59.50 for meals and lodging:

c. reimbursement of $.225 a mile for mileage or actual trave!l expenses.

5. A1l other costs should be reasonable and necessary to conduct staff
development activities and are subject to negotiation prior to approval of
the application.

6. Staff development funds are not to be used to convene directors and
coordinators simply for the purpose of discussing administrative issues.
Howevar, activities that are designed to enhance the management skills and
professional development of project directors will be considered for
approval,

Note: Projects will receive full payment within two to three weeks of approval.
Checks will automatically be sent to the treasurer's office from the
Division of Federal Assistance.
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ADULT BASIC EDUCATION STAFF DEVELOPMENT

APPLICATION

‘ 0 PART 1 ~ PROJECT INFORMATION

1. To be completed by the Ohio Department of Education

Pederal Domestic

Assistance Catalog Date Signature of A=ount Approve:
Number Project Number Approved SEA Officer for this Proje:

~AB-58~92

84.002

agency identified below.
to items approved in this application.

2. The agreement is entered into between the Ohio Department of Education and the appliicant
Expenditures of monies from the grant are to be restricted

The applicant accepts the responsibility for providing financial, evaluation, and
program reports to comply with requirements of the Ohio Department of Educatiom.

. 3 CERTIFICATION OF LOCAL EDUCATIONAL AGENCY

correct and complete.

I certify that, to the best of my knowledge,

N

the information contained herein is

NAME OF SUPERINTENDENT

Mailing Address (Street, City, ZIP Code)

SIGNATURE OF SUPERINTENDENT

County

Date Signed

Congreesional District

Telephone (Area Code and Number)

Nawe and Address of Local Adult Basic
Education Director or Coordinator

Name of Treasurer

Telephone (Area Code and Number of Local
Adult Basic Rducation Director or

Coor/inator

Date of Pirst Activity

Date of last activity

l Beginning Date of Project

Closing Date of Projzct




ASSURANCES TO THE OHIO DEPARTMENT OF EDUCATION

OHIO DEPARTMENT OF EDUCATION
‘ DIVISION OF EDUCATIONAL SERVICES

65 South Front Street
Columbus, Ohio

ASSURANCES to the Ohio Department of Education regarding application for
federal assistance under authority of The Adult Education Act, P.L. 100-297,
a8 amended

THE APPLICANT HEREBY ASSURES THE OHIO DEPARTMENT OF EDUCATION THAT:

l. The information contained in this application is correct and accurate
to the best of the knowledge of the applicant agency.

2, Personnel employed in the project financed under this Title will be
certificated as required by Sections 3319.22, 3319.30, and 3319.088
of the Ohio Revised Code.

3. Personnel or programs financed under this Title will not be certified
for inclusion in the state foundation program.

4. The control of funds provided under this Title, and title to property
derived therefrom, shall be under the authority of the approved applicant
agency for the uses and purposes provided in this Title, and that the
approved agency will administer such property and funds and apply them

. only for the purposes for which they are granted.

5. The applicant will make an annual report and such other reports to the
Ohio D:par-zent of Education in such form and contaiaing such information
as may be reasonably necessary to enable the depariment to perform its
duties under this Title, including information relating to the educational
achievements of adult learners. The applicant will keep such records
and afford such access thereto as the department and its authorized
agentz may find necessary to assure the correctness and verification
of such reports.

6. The applicant will use funds granted for this program to supplement,
and not suppiant, the amount of funds from other federal, state, and/or
local sources currently in use for purposes specified in this applicstion.

7. The governing board of the applicant agency is in compliance and will
continue to comply with the provisions of section 438 of the Rights
and Privacy Act, P.L. 93-380.

B. The opplicant agency will provide such fiscal control and fund accounting
procedures as may be necessrary to ensure proper disbursement of, and
accounting for, all project funds paid by the state to the agency.

9. Adults enrolled in Adult Bducationm Act supported programs will not be
charged tuition, fees, or any other charges, nor be required to purchase
any books or any cther materials th.: are needed for participation in

‘ the program.

ABE-58-1-92
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10. The applicant agency will provide such methods of sdministration as
are necessary for proper and efficient administration of th- program.

11. Funds under this Title will be used to provide a basic education program

for adults who (1) have less than a twelfth grade education or its functional
. equivalency and (2) are not subject to compulsory school attendance
under state law. Priority in recruitment shall be directed toward educationalls
disadvantaged adults who demonstrate basic skills at or below the fifth
grade equivalence level.

12. The applicant will use not more than twenty percent of the funds granted
for programs of instruction to serve secondary level functioning adults
8s defined by the state.

13. Programs, services, and activities supported with funds approved for
use in this application are designed to expand or improve the quality
of adult education orograms, including programs for educationally disadvantaged
adults, to initiate new programs of high quality, or, where necessary,
to maintain programs.

14. Documentation of hours worked will be maintained for all part-time paid
esployees of the program. In addition, appropriate time distribution
records for prorated portions of full-time positions will be kept.
These will be maintained in the district or agency Treasurer's office
and/or office of the project director.

15. The filing of this application has been culy authorized by the governing
board of the applicant agency, and the irdicated representative has
been culy suthorized by formal action of said board to file this application
for, and in behalf of, said 73ency, and otherwiss to act as the authorized
. representative of the agency in connection with this application. Said
authorization was voted and made a part of the minutes in an official

meeting of the governing authority held on __ 19
Signature of Superintendent/Chiet Exe-utive Officer Date
Signature of the Treasurer/Chief Fiscal Officer Date

Name of Authorized Representative
(1f other than Superintendent /Chief Executive Officer)

Signature of Authorized Representative Date

ABE-§85-2-92




_PROJECT BUDGET OHIOC DEPARIMENT OF EDUCATION
DIVISION OF EDUCATIONAL SERVICES

SCROOIL DISTRICT _ . e e _ COUNTY — PROJECT NUMBER
Fund Number 501 Name ADULT BASIC EDUCATION - STAFY DEVELOFMENT
FUNCTION CODES
OBJECT Coiunn Column Column Column Column Column Column
__EODES B C D E F G
1410 2100/2200 2400 2500 2700 2800
IMPROVEMENT OF
INSTRUCTION INSTRUCTIONAL | ADMINISTRATIVE FISCAL OPER. & MAINT. PUPIL
SERVICES SERVICES SERVICES OF PLANT __ | TRANSPORTATION |  TOTALS
. Line 6 Line 42 Line 75 Line 104 Line 133 Line 153
100
20000000CXX AX000000XXX X00000000CCNX
Salaries
200 Line 13 ~ Line 50 Line 83 Line 111 Line 140 Line 160
Retirement 7
Insurance | XXXXNXXXXXX X
400 Line 20 Line 61 Line 92 Line 1]6 Line 143 Line 164
Purchased
Services 200000000 JOO00000CO0K 00O XAXX
Line 28 Line 66 Line 96 Line 120 Line 144 Line 165
500 Books
Supplies | XXXXKXEXXXX XXXXXXXXXXXX ]| XXXXXXXXXXXXX
600 ~ Line 31 Line 67 Line 97 Line 121 Line 145
Capital
Outlay XXXXXXXXXXX | XXXAXXXXXXXX | AXXXXXXXXXXXX
Line 33 Line 68 Line 98 Line 122 Line 146
700 Re-
placement | XXOOOO(XXX AXXXRAXXXXKXK OOUXXXXX XN XX
Line 127
800
Other 7 X000 XXX 00X AXX X0
Line 34 ~ Line 70 Line 99 Line 128 Line 147 Line 166 Line 167
TOTALS | XXX000KXXX | i XXOU0O00OU_ | 0000000000 |
45 ~ 17
Signature of Superintendent Date

_ E-88-3-97
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Function 2100:;

BUDGET WORKSHEEY

Supportive Services for Students

. Function 2200: Supportive Services for Instructional Staff

Line F 2 Object
No. No. FTE Description Code Amount Subtot
35 Teacher (2100) 110
36 Coordinator (2200} 110
37 Teacher Aides (2200) 141
38 Secretary (2200) 141
39 Counselor (2100) 110
' 40
Y Stipends for District Employees 110
42 . Subtotal !
43| STRS 210 |
44 SERS 220
&5 Insurance Benefits (Certificated) 240 |
46 | Insurance Benefits (Non-Certificatred) 250
47 | Worker's Compensation 260
48 Unemployment Compensation 280
49
50 Subtotal
131 Consultant Services 412
32 Maintenance & Repair 423
53 Property Insurance 424
54 |Rental %25
. 55 |Meeting Expenses & Mileage 430 !
56 Telephone 641 |
57 Postage 463 ! ]
58 Printing and Binding 461 ¢ ‘
. 59 Stipends for Non-employees 410
60
61 Subtotal
62 General Supplies 510
63
64
65
66 Subtotal
67 Equipment (New: Attach List) Subtotal | 640
68 Equipment (Replacement: List) Subtotal | 740
69
70 Function 2100/2200 TOTAL
ABE-88-4-92




Function 2400: ADMINISTRATIVE SERVICES

Line . tbjecs
No. No. FIE Description Cods AROUn® ; Subtotsl
71 Director Sal 111 '
m s — — S, -
76
7S Subtota] OO 18
)
e
l_”_“
|
¥ |
3 o Subtotal voaa 1
3| _Purchased Services (Data Processin 416
[ 14 | Rtenance 1T 3
e B T T TR N T —
Iz | elepdone 4]
! [ Postage a3
é Medis Advertising
| — Subtoral - OoX 13
| “53 %ﬁ??ﬂ Suplies 1t
g { Periodicals 0
96 | Sabtotal CUOOCIRRXX 18
97 1 Equiveent {Nevactach 1isc)  Subtotal | 40 | LORNRXOX 13
L _Eoulpment _(Rezlacesentdist)  Subtotal | 740 1 DG 13
| » Fmetion 200 ToTAL |38
t —t—
. ABE-S5-5-92




function 2500:

BUDCET WORKSBEET
FISCAL SERVICES

. Function 2600: BUSINESS SERVICES

Line 2 Object
No. No. { FTE Descrivntion Code Amount Subtor:
100 Treasurer (Salary) 4 -
ﬁ sr_(Salary 114
(151 T Subtotal
108 SERS
06| Insurance Benefits (Non-Certificated) 5
107 | Vorker's Compensation 2
108 | |
110 |
1) Subtotal oo 8
112 Mestin T M1 430
| ‘ ”t s enses oage
R U =tk
118 |
118 | Subtotal (65 T e T O S —
| | Ofice Sutplies
.-'F,F1 Y giiiiss sl mum—
BER Equioeent (New:actach List)  Bubtotal | 640 | NI B
BYH _Equipsent (Reolacement: 1157y  Subtotal | Ye0 | OG0T §
143 3 Examanata 3
5] ~Taditect Costr 5%
ﬂ Toeal T
128 L Pusction 2500/2600 TOTAL
ABE-S5-6-92




Part |
Budget

Complete the application cover page, the list of assurances, the project budget,
and budget worksheets. These pages are supplied. Secure appropriate signatures
on 311 relevant pages.

DA D P SR P AR R N AR G R D A SR S SRR YR GR R AR S MR TR AN A Y N R SR AR AR N DS M TR GRS Gu ML SR AR AR D AR R MR SR R s R G G SR G e G MR e SR e W AR AR A S G W

Part 11
Needs, Objectives, and Activities

Staff development is a series of ongoing, focused activities offered over time.
These activities are linked to a professional development plan and/or to
organizational goals at the state, regional, and/or local level. These
activities are designed to meet identified needs; develop professional,
individual growth; and nurture and promote leadership in the field. Staff
development provides knowledge, methods, skills, and techniques resulting in
changed teacher behavior and improved student learning. It is evaluated
continuously, and the results of evaluation influence future staff development
planning and activities.

Future proposals to provide staff development should reflect an understanding of
this definition of staff development.

(recommendation of Ohio's staff development task force, June 19, 1991)

A. Describe areas needing staff development. Explain how program reviews,
needs assessments, and consideration of state and local goals for adult
basic education contribute to the determination of staff development needs,
both consortium-wide and locally, as applicable.

B. List objectives of the staff development project, indicating if they are
consortium-wide or for a local program. Relate each objective to an
identified need cites in section A,

C. For each listed objective, use activity sheets to describe what will be
undertaken to meet the objective. Make copies of activity sheets as needed.

Part III
At.achments

A. Consortium agents should attach letters of intent to participate in staff
development from directors of each project served through the consortium.

B. Attach one calendar to this application, and send one calendar loose.

ABE-SS-7-92



‘ Part 1V

Reporting Requirements
A. For each activity, complete an evaluation that includes reference to

activity objectives and an attendance 1ist. Both are to be submitted at the
end of the year with the final report.

B. A copy of the year-end final report is included. It is to be returned
thirty days after the last schedule activity.

ABE-S5-8-92
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Activity Sheet 4

. Title:

Date, Hours, and Place:

Objective(s) (based on section A of the narrative):

Activity Leader:

name affiliation

mailing address

city state Z1p

. Methods To Be Used:

Budget Details:
stipends -

Teader's fee -~
food -
mileage -

materials -

Participating Districts:

. ABE-55-9.92




FY '92

PROJECT NAME CONTACT PERSON TELEPHONE
- TRAINER LOCATION
DATE STAFF DEVELOPMENT TRAINING TOPIC (Name, Affiliation, Position) Time Scheduled

A

!

- -

wt



ABE STAFF DEVELOPMENT ATTENDANCE

County Agent/Director Telephone

Staff Development Training Topic Trainer

Date of Activity

Participants
Project Name:
1. 3.
2. 6.
3. 7.
4. 8.

Project Name:

4".i 1. 5.

2. 6.
3. 7.
b, 8.

Project Name:

1 5.
2. 6.
3. 7
4. 8

BOTE: This form can be extended and/or adapted to best suit your needs.

Q Sé;




County { Project Name

School Districe

FISCAL YEAR 1992 Project Nuaber

B t
Director (Sigmatere) FIRAL ABE 353 STAPF DSVELOFMENT REPORT Approval Budge
Expended Funds
Date Unexpended Funds
(1 (2 (1) ) (s) {6) ) ¢} (9 (10)
Date of |[Name of Activity | Name of Objective Addressed Total Total Consortium Programs | Total Cost | Activity Ob jective
Activity Prasenter - Hours tn | Number of Sot Represented of Evaluation | Completed
or Trainer Sessfon Participanta Activicy Yes [ Wo
Notes: Column : is particularly addressud to consortia. Indicata how many consortium programs wers not represented.

Column 9§ report evaluation
You may need to make an interpretation of results reported on the form that
considered as a general {ndicator.

averages based

" 'n & scale of 1 to 5 with 5 deting the highese.
you used.

The resulls reported in this column will therefore be

i
4




Appendix
Six Questions About Program Planning

The following questions can help determine whether the design phase has been adequately completed. If you
can mark yes for all six questions, you have done a superior jobin planning. The activities have an excellent chance
to be successful. If it is necessary to mark uncertain or no for any question, you need to do more work. You may
want to use this list of questions as the criteria in determining if a staff development program is ready
for implementation.

1. Has every teacher had an opportunity to be involved in program planning?
YesO NoO  UncertainO

All teachers in a building or district do not want the same degree of participation. Some
teachers want to have extensive involvement in the planning of the program; these individuals
are good candidates for planning committer participation. A small number generally are not
interested in being involved at all, or only minimally.

The majority of teachers, however, want moderate involvement in the needs assessment data
collection, interpretation, and program planning activities. This could take the form of complet-
ing surveys, participating in interviews, reacting to working objectives and action plans, and
making recommendations. Staff development leaders should provide opportunities for teachers
to choose their level of participation in the planning process. To tell teachers that they will ass:st
in pianning and not follow through is a sure way to guarantee resentment and failure.

2. Dotheindividuals delivering the inservice activities model instructional techniques that teachers
can jearn from and use in the classroom?
YesO NoO  UncertainD

Effective staff development presenters should model successful instructional techniques that
teachers can practice in the classroom. Some staff development leaders will not hire a consultant
or presenter until someone in the district has observed the presentation. In one large urban
district, the planning committee met with potential presenters before contracting for any staff
development services. Most presenters appreciate the opportunity to discuss the type of inser-
vice activity which would be most productive.

Classroom teachers, administrators, and supervisors in the district can be excellent as staff
development presenters; they know the particular needs of the district. In some very successful
programs, the staff development activities are led by a team of district personnel and
outside consultants.

3. Are there procedures during the inservice activities to listen to participants’ concerns and make
appropriate adjustments?
Yes O NoO  UncertainD

Even excellent plans may need revision during the implementation process. It is important to
incorporate procedures that allow the presenters to recognize teachers’ concerns. This allows the
staff development leaders to adjust the program to meet the needs of the individuals.

One standard procedure which works well for many school districts is to have an evaluation
form completed midway through a set of activities. The data can be quickly summarized and used
for modifications. To make the survey especially effective, many staff development Jeaders will
ask a small group of participants to discuss the survey results and recommend changes. When
formative evaluation data 2re used to adjust or reinforce activities, the participants are pleased.
However, one should be aware of the corollary. If formative evaluation reviews are done and
needs sce ignored, the participants can interpret this inaction as not caring.
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BEST COPY AVAILAELL

-
LIPEN




Do all teachers know why they are involved in the staff development activity, and how it deals
with personal needs?
Yes O NoD Uncertain D

By spending extensive time on a program, staff development leaders usually develop a tho-
rough understanding of the goals of different inservice activities. It is appropriate to carry this
phase of the program through toiits logical next step—informing the participants about goals and
objectives. Under no circumstances should a teacher go to a staff development session, required
or voluntary, withaut knowing the basic goals of the session. Participants’ awareness and
readiness create a conducive environment where the exchange of ideas can take place.

Do the teachers see the staff development activities as a productive use of their professional time?
YesO NoDO  UncertainD

Participants should view the activities as worthwhile. Care must be taken to statr the time
limit of the activity, the role of the participants, and the relationship of the activity to basic
classroom instruction. Required attendance or participation in staff development activities is
often governgd by school districts’ master contrzcts. Adherence to contract guidelines is neces-
sary to maintain teacher association or union support.

Many school districts plan extensive staff development programs in which attendance is
voluntary. Teachers who attend these staff development sessions ultimately have control over
their content. That is, if they do not view them as a productive use of their time, they will not
come.

Voluntary attendance at activities also promotes a more positive atmosphere. The participants
who attend want to be there. The chronic complainers generally are absent. Voluntary attend-
ance also encourages adaptability. When staff development attendance is compulsory and con-
tent is predetermined, participants are resistant.

Have potential distractions in the environment been minimized?
YesO NoDO  UncertainD
Even the world’s greatest activities cannot overcome certain distractions. The room, the
Jocation of activities, and the breaks for refreshment are al} necessary considerations. Attention
to these details in the planning phase can help to ensure success. Then staff development
activities can be evaluated by the merits of the activities themselves.

50
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Appendix B
@® A Decision-Making Checklist”

— 1 Are the objectives of the staff development program clear?
® Are the objectives kept to a minimum?
® Are objectives identifiable and specific?
® Are the objectives stated in terms of what they seek to accomplish?

—_ 2 Who is expected to benefit by the staff development program?
®  Who will be part of the target population?
»* What factors about the target population are important to understand?
— degree of previous knowledge about the topic
— preference of learning mode
— individual and group aspirations and expectations
— availability at given times

—_— 3. Is the staff development program timely and relevant, and does it consider scheduling or participa-
tion constraints?
e  What time constraints are there?

When could the program be conducted?

* How much time is available?

® What is the appropriate time of the day? week? month?

I Is the staff development activity the most appropriate one, given the objectives to be achieved and
the audience to be reached?
® Are there different types of activities for different levels of staff knowledge about the topic?
. ® Are activities individualized?

— 5. What alternative activities would more effectively accomplish the objectives?
Are they challenging and rewarding to participants?

Do past evaluations from previous programs reveal what was effective?
Are activities varied to postpone fatigue and hold interest?

Do teachers have a participatory role?

o ® 99

— 6 What media would be most successful, given the target audience and the desired objectives?
®  Which are the most appropriate?
i *  Which are most unusual or imaginative?

—_ 7. Can additional support for staff development programs be obtained?
® Can a consortium be formed?
— school districts with common interests
— university or college resources
— state or federal agencies
— professional groups or organizations
- private companies
® Are there other funding possibilities?
— state funds
— federal funds
— private foundations
® Could local agencies provide support?
— businesses
— banks
~— hospitals and other social service agencies
— community groups or associations
— parent-teacher associations

1
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—_— 8. Are the physicial facilities suitable?

Should activities take place in a natural setting or in a location outside school?
Is the facility readily accessible?

Is the facility suited to the kinds of activities involved?

Is the facility comfortable?

— 9. Have adequate procedures been developed for evaluating programs or activities?
Why—for what purpose?

Who could best conduct the evaluation?

What kind of instrument is needed?

How will the results be use2?

When will evaluations occur?

How will the results be shared?

— 10. How will staff members be motivated to actively participate in and benefit from the staff develop-
ment programs offered?

recognition of participants

cash stipends or extrinsic rewards

professional growth units

college credits

certificates

promotion or reclassification

release time

improved self-image

. improved competencies

LI O I O |

*This material was adapted from a report of the Phi Delta Kappa Commission on Professional Renewal (1977),
chaired by James King, University of Akron. Used with the permission of Dr. King.
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Tabils 1.
ACHECKLISTFOR SELECTION CRITERIA

Wha! resources are raquired and avsilable for the neads assessmeni?

1. Time involved for Do!h chent sysiem ang the consultant in the needs assess-
ment effon,

a. in developing the data collection process
L. In agministening or implementing the process

2. Money needed lor the elfort:

a. direcl costs for processing a computenzed survey
b ndirect cosis for excusing stafl lrom reguiar guties for interviews

To what degree will tha needs sssessment consuitant and the client system be Involved In
the design and administration of the dats colisction effori?

What is 10 be gainad by having the client system share responsibility lor data collection:

1. in terms of increased awareness?
2. interms ol immediate problem solving simply as a result of surfacing the r-: ds

data?
3 n terms of commitment {o take action on basic findings?

How "hesalthy” Is the client system? Are thars massive communication blocks that would
preclude using cartain collection methods such as group discussion?

For example:
1t wouid be Inappropriate to use a method 1hat could produce a mountaln of
neceds dataif there was alfeady a 1ow himit on budge! expenditures for a pro-
gram responsa.

Who is 1o be involved In the data collection?

What are the reasons certain people were excluded or included”?
What does the client systsm intend to do with the assassment?

What are the imits or plans for using the assessment resulis?

Do ths cllieni-system’s decision-makers have a prelerance for one daia coliection method
over another?

To what exten! doas the client system already KXNOW the needs?

How clearly 1s the need already being articulateg?
Mow much time-lag can there ba beiween collecting the data and taking actlon?
Whst types ol “needs” are 1o be uncovered:

1. nceds lelt by 1he aclual or potential program participant?
2. needs which others {stalf, tor exampie) either observe or presume the progsam
parlicipant has or shouid have?

What degree of reliabllity or validity is needsd by the cliant sysiem 1o act on the data?

To what exlent must program participants agree with or accepl the results of the
daila collection ellornt?

How conlidentia! or anonymous pra the data 1o be?

What is the lave! of trust Detween the client system and the consultant In the needs
assgssment glforn?

Mow gond ts the relabionship?
How comfortable is the nesds essessmant consullani with a particular metheod?

Training ond Development Journal, Jonuary 1980 — §°
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TABLE 1. ADVANTAGES AND DISADVANTAGES OF NEEDS ASSESSMENT TECHNIQUES

Banaath sach technique the relevant source of dala is identified.
"I" indicates individual; 0" indicates organization; and S indicales sociaty.
Some strategies are uselu! for all three sources.

TECHNIOUE ADVANTAGES DISADVANTAGES
1. Acvisory Growps (1, S) 1. Provides apportunity for input from 1. Requirss organization and carefui
Groups composed of roprasantatives of targel audience planning t0 masimize value of
selected persons who groups. input.
€an provide relevant 2 Provides opportunity for input from 2. Time consuming for participants.
input for program key porsons who represent areas
planning. othsr than larget audience; l.a.,
mass communication, thind party
payer,
3. Provides input for technoipgical
changes, innovationg, ang changes
in procadures winch impact nurs-
ing practice.
2. Analysis of Patiant 1. igantitias type of patients with par- 1, Madical records may not be
Chans (0, S) ticular probiema, orgamized to provide lor easy
Systematic study of at 2. igentilies number of patients with access to date.

fsast ten charts wilh a
seiected Jocus. Car-
it out Dy the sduce-
for or 3 person with
expertiss in the par-
Mcular clinical ares
deing focused upon.

a panticuiar problem,

3. ldsniities by commission or omis.
sion clinical ang writing strangins
and waaknpases Of nurses.

2. Patienis may have corsplex prod>
loms invoiving need for a series of
nuraing interventions.

3. Attsnding Protessional
Meetings {1, S)
Local, state, national,
and internations! meatl-
ings related fo nursing
andlor allied health
areas,

1. Diverss 10eas can be shareq.

2. Trends can De giscussed,

3. Needs and trends of climical areas
may be idantified.

1. Topics may be comprenenaive.
broad, and Gilficult 1o anatyzs for
needs assassment,

2. 11 1be meeting is oniy heid for
education gireciors, the input may
Ds biased.

3. Spetially groups Dave narrow
range of focus.

4. Analysis of profes.
sional nuraing litera-
ture. {5)

Systemalic review of
at laast the previous
six monihs of pertinent
nursing fournals,
Advisory committee
mombsers can be
recruited to help.

fd

. Exceilant msans to idsntify trands.
2 Basis for uming theory to impact
pracuge,

1. Myust analyzs and synthesize many
artictes {0 dstermine posadis
trands.

2 Requires time ang thought 1o com.
pars ang contras! viaws of diverse
authors,

3. Soms aniciess are outdated dy the
time they are printed.

5. Analys:s of nonnuraing
literature. (S)
Systamatic andior ran-
dom review of kay
fournals, fe, Sciantitic
American, Conaumar
Repori, Tims, Nows-
waek, Paychiatry
Today, efc.

1. Provides for overview of broad
complex sociocultural farces
impacting nursing.

2. Prowides ideas and rasources for
appiying content deveiopeg in
another 1)8l0 10 nursing.

1. Sometimes Gata is diffuss ang con-
fradictling.

4. Propagancs is difficult 1o discuss

in regard 10 motwationat aspect
beting writlon matenals

6. Checkisst (i, O)
Sampie questionnaire
whare answers are
checked ofl.

« Nune Educator | September-October 1978

1. Can be completed Quickly

2. C»n be used with groups or ingi-
viduals.

3. Can de complelod 31 work or al
home.

XY

1. Tima to prepare hst.
2. Ususily does not aliow lor ppen-
anged Queshions.

17



TABLE 1 continued

7. Competancy-Based
Modet {i, O, S)
A serias of statoments
that identily expected
performance or behaw
for.
Davis points out that
ths saries of siate~
menls in a compe-
tency-Hased model
should describe the
*what” and "how"
characteristics of a
porson who is “goodg™
in a panticular aroa.”
For axample, a "goad™
NUTae Manager per-
fosmis a performance
appraisal ("what™) by
following all the
“steps” in this
process ("how™).
NOTE: Ths atepa
ahouid be clsarty
identifled.

1. i competencies are cloarly iden-.
titled, Inrlividuals or aducalion
directors have cisar terminai goals.

2. Ciarity of terminai goals provides
basis tor determining movs than
one means to obtain goal.

3. A compsiency-dased mode! can be
used for courses obd)ecives.

4. Leamar can parucipats in naed
iganiilication.

1. Roquires careful analysis and con-
clusions from diverse data.

2. Requires genera! knowiedgs dase
for each competency arsa

3. Need to invoive “experts” in gsler-
mining basic compeatancies.

8. interacting Group (1,0)
Growp lormed pri-
marily for the purpose
of prodlem soiving. For
exampie, how do we
offer a course Ihis
year in physical
sssessment?

1. Provides opportunily for diveras
brainstorrng.
2. Aliows for wide rangs of solutions.

1. Some individuals may ds intimi.
gated by group and not share
individual concerns.

4. Solution may not be easily devel
oped into a program,

9. Job Anaysia {1, 0. 8)
identities the purpose
of the job, the maejor
fasks it invoives; ine
work sefting; and ihe
Qualilications of the
worker for the job.
{Of1en the lirst stap In
devsioping & "compe-

1. idsniitias compeiencies nesded o
pariorm specific practice 1asks
faiated 1o organized goals,

" 2. Determines gualitications necas-

sary for position and thus sels
bassline for competency.

1. Requires basic understanding ang
skill in parforming [ob anaiyss.
2. Time consuming.

tency-based” modsl)
10. Job Descriptions (0, 8) 1. identities basic job skills needed 1. Many job descriptions are too
Qutiines basic respon- for a specific jod title. bizsed 10 igentity specitic isaming

sidilitins o! worker,

4 Proviges data base 1o compars and
contrast levals of responsibiities.

nesds.

2. Job descriptions may not changs
a3 needed to reliect current role
functions.

11. Minutas of Mesting {Q)
A systematic review of
Selected meetings {lLe.,
Quality sssurance,
intection control.)

e

. Identiliss nead for specilic skill.
2. Provides for asssssmant of gaps
betwean sducation ang praclics,

1. Minutes may not give sullicisnt
ovarview.
Z Minules inay be incomplats.

12. Obssrvation
Random or systemal-
lcally gatherad date
rolated 1o performance
of cerrain jobs dy the
director o’ education,
Mead nurse, poors,
advisory commiltes
members, elc.

1. Provides supporting data to reject
or conflrm notions adbow! learning
noeds.

2. ldentihies spaciiic needs 1or varlous
jobs performancs.

J. Ohien identities "“unexpsctad
needs” {i.e., Mmissing gata ralevant
to orientation.)

b

1. Time consuming.
2. Random observations may de infiy.
snced Dy “gul leetng™ reaction.

Nurse Educator / Sepiember-QOclober 1978



TABLE 1 continued

13. Personal intorviewd 1. Provides opportunity to develop 1. Time consuming.
0.0) interpsrsonal relalionships. 2. Some individuals may have ¢ifli.
Individual conferences 2. Gives picture of currant situation, cully ideniitying nesds.
with targe! represen- J. Can be used lor formal or informal 3. Some individuals may bave difh-
Ratives. daie collection, cully articulating needs.

14, Rediagnosis (i) 1. A3 a ayatematic part of every sdu- 1. Tima conauming for participants to
Asssssment al the end Cation oftering, it provides con- complets.
of the program in tinuous feadback. 2. 11 panticipants did no! like courses,
which participants 2. Learners will be sensitive 1o dls. frustration may affect valigily of
ook at wha! they haw crepancias dstwoen what thay have responses,
achioved, see il helr learned and lsaming necds thal
newly developed com remain.
potencies meet the
desired leve! of com-
pelency, and identily
adgditional lesming
needs.

135, Spontanecus Expres- 1. Encourages sell-diagnosis of isarn. 1. Requires motivation.
slon () ing needs, 2. Requires agpressiveness.
Svggestionsiunsoik 2 Enhancss inlerpetsonsi reiation. 3. One or two peopie can sposk as if
cited (dees Irom mam- ship between education director ihay represent filty nurses, thus
bers of the target and target audisnce. requires validation with the targot
proups. group.

18. Supervisor Ratings {O)

Process 1ne! asks
supervisors to identily
educational needs of
Subordinates. indi
viduals can be vro-
tectad Dy not eficiting
spacific exampies, but
a3king for tha three
major needs super-
visors parceive in ther
sttt

"

Provides for identilication of
specific areas of weakness. Pro-
vides data bass 10 compare and
conirast unit ralings.

1. Supervisors may be influsnced by
personalily rather than perfor-
mance,

2. Requires cooperation lrom sach
SUpervisor,

J. Need as idontified by supervisor
may dilfer markedly from need
idantiliad by stall nurse.

17. Tetaphons Survey ()

Quick calis mads 1o
adout 10~18 peraons
in target groups.

1.

Can provide quick rasponse.

< Relatively inexpunsive,

1. Requires time for introguction i
1apport not esiabiished.

4. Generally requires more than one
phons call dus 10 absences ang
dusy signais.

3. Unprogiciablo, in that person doing
survay can have considerabdie
offect (posilive or negalive) upon
the resulls,

18. Writtan Survays—

mailad or distnibuted

*In-houase” {1)
Yool that 3ys-
fematicatly gathers a
iarge amount ol dala.
{See 3pocial section on
wrilten surveys in this
article.)

1.

written cata from which to lorm
conclusions,

2. Can make comparisons within and

between groups.

3. Providas opportunity for diverse

4,

inpul trom target audence.
Aliows targs! augisnce sn oppor-
tunitly 1o express preferences
about a varisty of ar=as: a) topical
Interasis; b) mode of learning,;

<) piace of study; d) cost factors,
8} barners to inarming/atiengance
at orferings; §) 1ims for study;

©) day of the wesk

. Can reach wide ge ,gsaphic

distridbution,

1. Can bs lims consuming.

2. High dwect and indirect cost; 1.8,
mailing analysis.

3. Must be largely representalive of
targst audience.

4. Must include at isast 1D percant
of targe! audisnce.

5. An opinion expressed on a ques.
tionnawre may not reliect commt.
ment on part of the respongent 1o
Support  particular ducation
offsnng,

6. Poor return rate of mailed
questionnawe.

l: l{llC' §dcr arer 1 Seplember-Ociober 1978
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° Implementation

It is not enough to be an experienced and dedicated adult educator.

Staff development leaders must also know how to plan and prepare well.
They must know the most recent theory and practice of staff development
delivery and find competent staff developers to assist them in this pro-
cess. Staff development leaders must know what content areas are
needed as well as the most appropriate techniques to teach them. They
must provide feedback and coaching for application and transfer of skills
and strategies to the classroom.

Staff Development Delivery

Staff development is delivered through both preservice and
inservice training. Preservice for adult basic education instructors in-
cludes whatever training received before an instructor begins teaching.
This preservice may be provided by the state or local district or staff
development consortium. Preservice for volunteer instructors may be
either provided by the adult education program or by the local literacy

‘ volunteer programs affiliated with LLA or LVA. Most volunteers trained
by LLA or LVA receive between 12 and 18 hours of preservice training in
reading and writing instruction as well as in using the materials recom-
mended by the local ABE programs.

Pelavin and Associates point out that, "inservice training in adult
education is of greater importance than in elementary and secondary
education because of the lack of formal preservice training opportunities
available for adult education teacher< and volunteer instructors” (p.21). In
Ohio, as elsewhere in the U.S., ABE programs usually provide inservice
training through workshops sponsored by a local district, a regional
consortium, or by a state-funded project, professional organization, and
attendance at conferences. Inservice for volunteers varies among the ABE
districts and consortia in Ohio. Some provide inservice for volunteers
along with their ABE instructors. Others depend on the LLA councils and
LVA affiliates to do their own inservice programs because of the lack of
funds to support volunteer inservice. ABE programs have also used both
the LLA and LVA training as inservice for their regular ABE instructors
because of the lack of preservice training, especially for adult literacy
learners. ABE programs are increasingiy using LVA's training, for ex-

. ample, because they recognize that VA continues to produce up-to-date,
theory-based, field-tested techniques that are appropriate to the ABE
setting.

ERIC 65




implementation

.. "single, ‘one-shot’
staff development
experiences are not as
effective as longer-term,
multiple-session
approaches that enable
practitioners to acquire
new concepts and skills,
to practice them, and
receive feedback.”

Training Delivery Formats
According to Pelavin and Associates (1991) a majority of adult
education teacher and volunteer instructor training is delivered through
single workshops or conferences. Many utilize multiple formats, how-
ever. In fact, "newer and potentially promising delivery formats seem to
be emerging, while still other training delivery modes are suggested by
the literature” (p.22).

Iraditional Delivery Formats
Staff development for ABE in Ohic usually takes the form of

single workshops and single training conferences. These workshops may
consist of a thre hour session and usually focusses on a specific topic,
such as recruitment or motivation, and participants generally do not
receive any follow up training. Leaders of these sessions are often from
the local adult education programs, sometimes consultants are hired for
this purpose.

Conferences are another vehicle for staff development training.
The three-day OACCE Conference is an example of a state- wide confer-
ence which serves as an annual inservice for many ABE instructors.
Pelavin and Associates (1991) have emphasized what we already know in
regard to these traditional formats.

These traditional formats for staff development delivery persist and predominate
despite the literature ... suggesting that single, "one-shot” staff development
experiences are not as effective as longer-term, multiple-session approaches that
enable practitioners to acquire new concepts and skills, to practice them, and

receive feedback (pp.22-23).

Other Traditional Delivery Formats

Other "traditional” formats identified by Pelavin and Associates
include workshop series, training institutes and university coursework.
Such workshop series often involve sequential three- or four-hour train-
ing sessions with each session building on another. Training institutes
may include full-day sessions over a period of days and may be followed
up by some inservice later in the year. University coursework typically
lasts over a period of weeks or months with academic credit being offered
upon completion.

2
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A

Some ways in which
teachers have become
more active in their
professional growth as
instructors include:

* seli-directsd learning
= pear coaching

*» action research

These formats are different from those previously described in that
they not only offer participants the opportunity to practice what they have
learned but they also receive additional training.

When training goes beyond “one-shot” workshops there is a greater likelihouod to
follow-up on what has been taught previously to ensure that knowledge and
skills that have been learned are transferred to the classroom {p-24).

Formats Emerging From the Literature

There are other, more promising formats e...erging from the litera-
ture identified by Pelavin and Associates. Teachers have become "more
creative and assertive” in attempting to meet their own teaching/learning
needs. Some ways in which teachers have become more active in their
professional growth as instructors include self-directed learning, peer
coaching, and action research. According to Pelavin and Associates,
"these offer promising formats for providing training to adult education
teachers and volunteer instructors” (p.24).

One strategy for self-directed learning is offered in this section of
the guide, 'ABE Staff Development: A Self-Study Guide,” (1987). Self-
directed learning in the context of staff development for ABE involves the
teacher or volunteer instructor deciding on an area in which training is
needed. Such an approach is a rational outcome of the development and
wide acceptance of the use of self- directed learning for adult learners that
has emerged over the past decade or more” (p.25).

Peer coaching is an example of developments made in the 1980s of
“teachers teaching teachers” which also include peer observations and
peer evaluation. Peer coaching allows teachers the opportunity to prac-
tice new skills in a non-threatening environment after multiple demon-
strations during initial training. Thus, peer coaching provides practice in
mastering particular skil's as well as support systems necessary to transfer
new learning to the classroom. Peer coaching should become part of the
follow-up of workshops and training sessions. Peer coaching provides
many benefits.

When a group of four to six teachers observes each other regularly, they not only
give technical feedback to each other, they can receive it vicariously while
watching others on the team provide it. Among them, they will also produce a

3
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-l

Department of
Education
Resource Guide
conmains Five Major
Componenis o
Supervised Practice
and Feedback

number of fine practices that constitute further demonstrations and from which
they can obtain ideas for maximizing their use of the model (Juyce and Showers,
1984 in Pelavin and Associates, 1991, p.26).

Whatever the format, the staff development leader must take
responsibility for managing the learning experiences for the ABE/ESL
teachers and volunteer instructors. Various techniques, along with a
rationale to match them to desired behavioral outcomes have been identi-
fied (Knowles, 1980) and are included as an appendix to this section of the
guide. In addition, types of devices which may be used as materials with
the various techniques are identifed.

A resource book developed by the Department of Education (1983)
identified five major components to supervised practice and feedback:

(1) Presentation of theory or description of skill or strategy;

(2)  Modeling or demonstration of skills or models of teaching;

(3) Practice in simulated and classroom settings;

(4)  Structured and open-ended feedback (provision of informa-
tion about performance);

(5) Coaching for application (hands-on, in-classroom assistance
with the transfer of skills and strategies to the classroom)

(p.47).

It is recognized that coaching can make a major difference in a staff
development inservice program. However, “follow-up strategies need to
be considered before the program is implemented” (p.47).

Action research is the third area identified by Pelavin and Associ-
ates as a staff development training format emerging from the K-12 litera-
ture. This delivery approach focusses on the "teacher as researcher” and
encourages teachers to improve their ability to reflect on their own prac-
tice.
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Through action research, teachers identify questior.s that interest them and plan
for and conduct systematic inquiry in their own teaching environments as they
work with their own students. They keep careful records of their observations
from specified periods pertaining to the progress of particular learners using
particular materials, or in response to particular strategies or innovations. The
information and insights gathered through this process are used by teacher-
researchers to improve their own practice and /or to share with others

{pp. 26-27).

In addition, Pelavin Associates have summarized elements associ-
ated with effective staff development in regard to delivery of training
services:

* Experienced and dedicated training administrators and staff

* Decentralized training services

* Systematic follow-up

* Evaluation of training services

The need for decentralized training services relate to the compo-
nents of effective inservice training. It is believed that feedback and
coaching could only be accomplished through a local staff development
effort. The evaluation of training services will be discussed in the evalua-
tion section of this g aide.



Implementation

Characteristics of a Competent Staff Developer

Previous studies (Ohio Department of Education, 1983) have rec-
ommended the use of local teachers and administrators to conduct ABE
staff development training. "Local talent should always be considered.
Even greater time, attention, and deliberation are required when contract-
ing with presenters from outside the district because they are often un-
knowa” (p.52). Determining the needs of pariicipants and the staff devel-
opment objectives will help in the selection of a consultant/ trainer. It is
further recommended that any criteria established should be supple-
mented by a phone call interview and colleagues' impressions.

The National Adult Basic Education (ABE) Development Consor-
tium (1986) identified competencies for a staff development trainer.

A competent staff developer:

* is knowledgeable about the topic

* has clear objectives in mind

* is well organized

* keeps on schedule

° explains procedures and gives directions for all activities

* adheres to the topic

* uses audio/visual materials skillfully

* allows time for questions

» provides opportunity for practice

* uses active involvement techniques

* avoids straight lecture method

* maintains balance between group participation and presentation
of information

* demonstrates ideas and strategies with classroom examples

* demonstrates materials that have immediate use in classroom

A checklist for selecting and assessing consultants developed by the Ohio
Department of Education (1983) is also included in the appendix of this
section of the guide.

~1
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"Staff development
activities are more likely
to be successful when the
participants choose their
involvement and when
training is linked to an
individual professional
development plan.”

Principles and Techniques

The National ABE Staff Development Consortium (1986, 1987,
1988) has developed guides which identify principles and techniques
suitable for adult basic education. Of 70 principles identified, 17 were
ranked as "very appropriate for ABE."

These highly ranked general principles stress the importance of a
positive climate for professional development, including both physical
and psychological comfort. Participants are valued for their experience
and professionalism, and activities relate to individuals' conceptual frame-
work.

Staff development activities are more likely t¢ = successful when
the participants choose their involvement and when training is linked to
an individual professional development plan.

While staff development is seen as an on-going process, activities
focus on goals that are meaningful and attainable, given the limitations of
ABE programs.

Evaluation is an integral component of ABE staff development,
providing feedback on effectiveness, employing a variety of techniques,
and influencing future planning and implementation of staff development
activities.

In planning the staff development program, participant and
program needs are assessed. Also, participants must know what will be
expected of them during the activities, what they will be able to do when
the experience is over, and how they will be evaluated. During the train-
ing, new practices are clearly and explicitly presented by credible staff
developers. Then opportunities are provided for colleagues t~ discuss the
application of practices in their ABE programs.

~1
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CES

"Of the 39
techniques
identified in
these studies.
five were
ranked as “very
appropriate for
ABE."

Of the 39 techniques identified in these studies, five were
ranked as "very appropriate for ABE."

OOHOOG

For teaching practices that require complex thinking skills,
more time and practice should be provided.
Nonjudgmental feedback, support and technical assistance
are critical when training staff to practice new approaches.
Training should reinforce the perception of adult educators
as "facilitator” (vs. teachers).

ABE curriculum development, improvement of instruction,
and inservice education should be closely related.

A competent ABE staff des -loper is well organized, knows
and adheres to the topic, facilitates questions, provides
opportunity for practice, demonstrates ideas, strategies, and
materials, and among other things, "walks on water”
(Principles and Techniques, 1987).

One article in particular, "Effective ABE Staff Development: A Self-Study
Guide," (1987), is for ABE teachers and administrators. It is based on the
Principles and Techniques for Effective ABE Staff Development developed
by the National ABE Staff Development Consortium.

The guide contains six general principles which address:

/"

e collaborative planning
* institutional policy

* conditions of training
* training processes

* individual learner needs
* evaluation

The self-study components include a set o diagsi0stic questions
relating to each principle, 2 section for planning the application of the
principles, a section for assessing performance, and a page for planning
program improvement activities. This study guide is included in the
appendix of this section of the guide. 8
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Components of Effective Inservice Training

In terms of effective delivery of staff development for ABE, five
components have been identified and described (Ohio Department of
Education, 1983):

provides rationale and description of the skills or
technique, including potential uses

Theaor v

Modcling ll enacts the teaching strategy or skill

m!;ives experience with a new skill or strategy

offers a system for observing teaching behavior
and provides the opportunity to reflect on teaching

Feedback

. supplies support, technical assistance, and
commitment to the teacher

These components are further described in the appendix for this section of
the Guide. For each component, descriptions of how to accomplish each,
their benefits as well 2 additional comments are supplied.

=]
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Content of Staff Development Inservice

Although staff development for ABE may include a wide variety
of content areas, overall categories of emphases have included both sub-
ject matter content and pedagogical content.

Pelavin Associates have summarized elements associated with
effective staff development in regard to content of training services:

r

* Training in response to teachers' and volunteer instructors' needs
* Incorporation of up-10-date information within training

* Practice-oriented, learner-centered instructional approach

* Active involvement of teachers and volunteer instructors in

training
» Training on appropriate content areas

10
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Content Areas Suggested by the Research Literature

CSubject Matter Content }

Reading anc writing -- literacy learning environments;
engaging reading and writing in the learners’ own terms
Mathematics — real life applications

Second language acquicition (for ESL)

Higher order thinking skills

CPedagogical Content)

Knowledge of adult learners
. Diagnosis of learner needs with learning
Identification and teaching of adults with learning disabili
ties
Cultural awareness
Establishing a positive learning environment
Providing opportunities for success
Providing an awareness of progress and achievement
Appropriate patterns of learner-teacher interaction
All of the various approaches for second language teaching

(Pelavir Associates, 1991)

Continuing Education Units
An application for renewal of your organization's continuing edu-
cation provider status for fiscal year 1992 is included as an appendix for
this section of the Guide. Upon notification of application aprroval, your
organization will have authority to issue Ohio Department of Education
. continuing education unites for fiscal year 1992,

11
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Appendix B: Components of
Lffective Inservice Training

COMPONENT WHAT YT DOES NHOWTO DT WHAT GOOD IS IT? COMMENTS
T — 1 |
. Provides rationale and Readings, leciures, Raises awnreness; in- When used alone, theo ;
meony descsipilon of the skilfor | films, discussions. creases concepiual rarcly resulls in skill
techniyue, Inchiding contro} of a subject. acquisition or transfer
w'm“ul 1ses. 0’ Ski"s into I|Il: class-
. fuom,
' fing alone Is un-
MODELING Enncls the ieaching Live demonstration with | 1as considerable effect lhi::;';lggraul? '"s|;::
o strategy or skill. adults; filin,, | ON AWateness; some acquishtion or transfer of
DEMONSTRATION television, or other effect on knowledge; 1 4oy unless accompan.
media. increases masiery of ; ul.b
y nther com-
theory. j-oncnts,
. Once awareness and Practice Is an extremely
PRACHICE Giives expesience with a | Siimulation of the event
new skill or siralegy. will: pecrs or small knowledge lmv? bt'm clfective way o dc.vclup
achieved, practice is an | competence in a wilde
gronps
eficclive way of acquir- | variely of cdlassroom
ing skills und sirategies, | technigues.
. . Offcrs a system for Can be self- Resulls In greater aware- | Changes in behavior will
FEEDDACK observing teaching administered; provided | ness of onc’s teaching | ll;eukhl ”':0"8 ?s."“d'
behavior and provides by pcers, ohservers, behavior and knowledge b:;a:;z ':s ;::«::ml;;“
the opportunily to refle-t | conches, on a rcg‘mm abount aHernotlves, retirn to the original
on lenching. or occaslonal basis. point.
COACHING Supplics sup;.art, technl- | Use other teachers, Iicips teachers fo anntyze | This clement Is especially
cnl assistance, and supervisors, professors, | comtent and approach necessary in the mastery
7Y commiiment 1o the cuzsicwlam consuliants and make plans to hiclp
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TECHNIQUES FOR HELPING ADULTS LEARN
(taken from Malcolm Knowles, The Modern Practice of Adult Education. PP 239-240)

-—

1) Presentation Techniques

i =lecture -demonstration ~slides

-debate -colloquy ~-dramatization
-dialogue ~audiccassette ~recording, radio
-interview ~programmed instruction ~exhibkits

=S mpws ium -multimedia packages -trips

—-panel -motion picture ~reading

-group interview

2) Audience-participation Techniques (large meeting)
-question-and-answer period -reaction panel -audience role playing
~forum -buzz groups -expanding panel
-listening teams

J) Discussion Techniques
-guided discussion -group-centered discussion -case discussion
-boock-based discussion -problem-solving discussion -Socratic discussion

4) Simulation Techniques

-role playing ~-in-basket exercises -action maze
-critical~incident process ~games ~—participative cases
~case method .

5) T-Group (Sensitivity Training)

6) Nonverbal exercises

7) Skill-practize Exercises, Drill, Coaching

"The ability to select the most effective techniques for a given purpose is
probably best developed through well-evaluated experience, but two simple guidelines
may help. The f£irst guideline is to match the technique to the objective. Certain
techniques are more effective in halping to bring about certain types of behavioral
change than others., For example, a lecture may be an effectivz technique for
increasing knowledge, but it has little impact on attitude. An attenpt to indicate
the most effective techniques for accomplishing particular types of behavioral
changes is portrayed in Exhibit 31. The second guideline is the principle of
participation: Given a choice between two techniques, choose the one inmvelving
the students in the most active participation



(Exhibit 31 in M. Knowles, The Modern Practice of Adult FEducation. P. 240)

Type of Behavioral Outcome

1. Knowledge {Gé€neralization about
experience; internalization of
information)

2. Understanding (Application
of information and generalizations)

3, Skills (Incorporation of new
ways of performing through grractice)

4. Attitudes (Adoption of new
feelings through experiencing
greater success with them than
with old)

5. Values (The adoption and
priority arrangement of beliefs)

6. Intesests (Satisfying exposure
to new activities)

—

Most Appropriate Techniques

Lecture, television, debate, dialog, interview,
symposium, panel, group interview, collequy,
motion picture, slide film, recording,
book-based discussion, reading

Audience participation, demonstration, motion
picture, dramatization, Socratic discussion,
problem-solving discussion, case discussion,
critical incident process, case method,

games

Role playing, in-basket exercises, games,
action mazes, participative cases, T-Group,
nonverbal exercises, skill practice
exercises, drill, coaching

Experience-sharing discussion, group-centered
discussion, rolz playing, critical incident
rocess, case method, games, participative
cases, T-Group, nonverbal exercises

Television, lecture (sermon), debate, dialog,
symposium, colloquy, motion picture,
dramatization, guided discussion, experience-
sharing discussion, role playing, critical
incident process, games, T-Group

Television, demonstration, motion picture,
slide film, dramatization, experience-sharing
discussion, exhibits, trips, nonverbal
excrc.ses



' Hit 32.

THE CONE OF EXPERIENCE“

Abstract Types of Maleriala
'\

Books, pamphlets, reprints, teaching
machine programs, programmed texts,
homemade materials.

e

Fiat maps, chalkboards, sketches,
carioons, diagrams, charts, graphs.

Vi . ole — - ——— =
- \ Photographs, illustrations,
. Reardings - nodi® \ filmstrips, slides, recordings.
_ $1i1) Pretures T
-\ Flims, discussion guides.

Scale of [ e Metion piwres "\ Program guides, video tapes,
_ discussion guides.

Sensory Experlence |
| Televisien -\ Displays, bulletin boards, posters.

Tehibirs - itineraries, observation guides,

_ Apparatus, raw materials,
Field Trips ol \ _chalkboard.

Plays, scripts, puppstry.
\ Models.-mcck~ups. objec@:
\ Specimens.

v N\ _~ \Work sheets, observation
Concrele / — Contrivad guperientas \ guides, manuals.

Cemonstvorions

R _— ofamsliud foperieni®?
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Staff Development Content Areas

General Basic Education for Adults
Program Administration

Counseling

Teaching English as a Second Language
Teaching Reading

Teaching Writing

Teaching in a Credential Program (GED)
Teachirg Math

Others.

Examples of specific topics might include:

Adult Learning Styles/Teaching Strategies (General)
Teaching Critical Thinking/Creative Thinking (General)

. Developing a Curriculum (General)
Integrating Reading and Writing (Writing)
Proposal Writing (Administration)
Working with Students Who Are Having Trouble Learning
(General)
Linkin; Basic Education with Vocational Training and Higher
Education (Geperal)
Student Motivation and Retention (Counseling)
Cross-Cultural Aspects of Counseling (Counseling)
Managing a Volunteer Program (Administration)
Program Evaluation (Administration)
Improving Your Skills in Small Group Instruction (General)
Diagnosis and Assessment of Students (General)
"Teaching from Strengths"/Cultural-Based Uses of Language
(General)
Computer Assisted Instruction/Computer Managed Instruction
(General)
Teaching Study Skills (General)
The New 1988 GED (Credential)

. Introduction to Counseling ABE/ESL/ Vocational Students

(General)

Staff Supervision and Evaluation (Administration)

LRIC 55
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Staff development training manuals might also
include information on the following:

Survival Skills for Instructors
Time Management
Stress Management
Interpersonal Relations

- dfe Cycles

Career Development
Professional Development
Professional Organizations

Intake and Counseling
Intake
Counseling
Career/Life Planning
. Facilitating Personal Development of Studer

Assessment
Placement
Evaluation
Prediction
Vocational
Special Populations (LD, ESL)
Test Taking

Learning Styles
Cognitive Styles
Affective Style
Physiological Style
Application of Learning Style Theory

Curriculum Integration
Academic
Vocational
. Social and Daily Living Skills
Personal Skills (IEPs)

me 56
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Techniques in ABE
Getting Started
Going On
Keeping Ahead
Holding On
Finishing Off
Reaching Out

Selected Populations
Displaced Homemakers
Handicapped Adults
Learning Disabled (LD)
Non-English Speaking Adults
Older Adults

. Record Keeping
Quarterly Attendance Report
Adult Basic Education Roll
Adult Education Annual Program Report
Profile Sheet
Personal Data Sheet
Sample Evaluation Sheets
Attendance Report
Volunteer Activity Reports

o
~J
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STATE OF ORID
DEePARTMENT oF EnucaTion —_—
coLumBUS EOUCATIONAL
4J286-0308 PR

{614] 4B6-3553

TO: Prospective CEU Provider
¥ FROM: Division of Teacher Education and Certification, Rwm: \ong
RE: Administrative Responsibility for CEUs

% DATE: oOctober 1, 1991
Administrative responsibilities for Ohio Department of Education
Continuing Education Units have been transferred from the
Division of Inservice Education to the Division of Teacher
Education and Certification. Please direct all correspondence
and inquiries to:

Ohio Department of Education .
Division of Teacher Education and Certification
Continuing Education Units

. 65 S. Front St., Room 1012
Columbus, OH 43266-0308

Phone: 614-466-3593
Please note that any mention of the Division of Inservice

Education in the Guidelines for Providers should be read as
Division of Teacher Education an Certification.
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INTRODUCTION

PURPOSE

ACKNOWLEDGMENT

Administrative Code Section 3301-22-01 provides for “Ohio Department
of Education Approved Continuing Education Units™ effective January
1. 1985. revised October 1. 1986. Professional associations and organiza-
tions. colleges and universities. and other institutions and school dis-
tricts must be approved by the Ohio Department of Education. Division
of Inservice Education. to provide “Ohio Department of Education
Approved Continuing Education Units.™ Eligibility may be established
by following the guidelines set forth in this document. Questions regard-
ing "Ohio Department of Education Approved Continuing Education
Units™ shouid be directed to the Ohio Department of Education, Divi-
sion of Inservice Education, Room 611, 65 South Front Street., Colum-
bus. OH 43266-0308. telephone 614/466-2979.

Ohio Department of Education approved continuing education units are
a means of documenting inservice education programs and activities.
They may be used for the attainment of goals that are connected with
personal and professional development. They may also be used 1o renew
certain certificates or licenses issued by the Ohio Department of
Education.

Providing Ohio Department of Education approved continuing educa-
tion units can be an effective way for professional associations and orga-
nizations, colleges and universities, and other institutions and school
districts to broaden their leadership capabilities. Continuing education
units should not. however, be regarded as a reward for participating in
activities which maintain or advance the affairs of the provider.

All programs offered for continuing education units are to be designed
to meet the educational needs of the intended audience: have clear goals
and learning outcomes. employ appropriate content, methods, and deliv-
ery systems; and have effective learning assessment procedures.

In the development of Administrative Code Section 3301-22-01 and these
guidelines. contributions were made by the Council of the Continuing
Education Unit through its publications entitled, The Continuation Uniz:
Criteria and Guidelines, and Principles of Good Practice in Continuing
Education. It is recommended that districts and institutions st.dy the
latter publication prior to developing programs for Ohio Departinent of
Education approved continuing education units. It may be obtained by
writing to the Council on the Continuing Education Unit, 13000 Qld
Columbia Pike, Silver Springs. MD 20904, 301/384-6771.
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INSTRUCTIONS FOR FILING NECESSARY FORMS AS PROVIDER OF OHIO
DEPARTMENT OF EDUCATION APPROVED CONTINUING EDUCATION UNITS

. Application

Prospectus

Information provided on the application will help the Ounio Department
of Education 1o determine if the criteria set forth in Administrative
Code Section 3301-22-01 are being met (see Rule for Ohio Department of
Education CEUs). When completing the application. please observe that
agencies must establish evidence that they are experienced providers of
inservice education, and that they can potentially serve any of the
groups eligible to ren=w their certificates or licenses with the Ohio
Department of Education.

Upon notification of application approval, the provider will have author-
ity to issue Ohio Department of Education approved continuing educa-
tion units. Applications must be su.mitted annually on a fiscal year

‘basis. The Ohio Department of Education will assign a provider identifi-

cation number to be used 1o facilitate communication between the pro-
vider and the Ohio Department of Education. Previously approved Ohio
Department of Education providers should complete Parts I and I} only.
First time applicants should complete the entire application form.

Upon notice of application approval, a prospectus may be prepared. One
completed copy of the prospectus. with stapled attachments, must be
received by the Ohio Department of Education, Division of Inservice
Education, a minimum of two weeks prior to implementation of each pro-
gram. Program numbers will be assigned by the Oio Department of
Education. A letter of acknowledgment will be sent and will convey
approval and an assigned program number.

Only one amount of CEUs may be offered for program attendance. Pro-
grams repeated on different dates to different participants require a sep-
arate prospectus and participant evaluation summary report form.

The prospectus represents a brief summary of the topic(s) to be
addressed by the program. This topic should reflect one of the findings
of a needs assessment and should be carefully designed and sequenced
to promote skills and knowledge necessary to meet the program goals or
outcomes. Speakers should be selected on the basis of their expertise in
the specific, identified topic or component area.

The agenda. required in Part 111, should identify each program compo-
nent and include specific time frames for each component to substanti-
ate the amount of CEUs offered for program attendance. All
components within the program should have a direct relationship 1o the
anticipated learning outcomes and be reflected in the program evalua-
tion. The number of contact hours should represent engaged training
time within the provider-directed program. Registration, breaks, and
meal functions do not constitute engaged training time. The minimum
contact hours per program for which CEUs may be offered Is four (4) for
-4 CEUs (four-tenths of one continuing education unit).




In the event that a program is canceled or nc CEUs are awarded. indi-
cate "CANCELED" or "NO CEUs AWARDED" on the prospectus
form and submit to the Ohio Department of Education. Division of
Inservice Education.

The following checklist itemizes the elements which must be contained in the promotional material and agenda.
It 15 designed 1o serve program planners and to assure inclusion of the necessary elements.

J

Promotional Material Content Checklist

Name and address of provider

Statement: *An Ohio Department of Education Approved CEU Provider”
Name and contact information of the program contact person
Title of program .

Date(s) of program

Content of program

intended learning outcomes

Recommend. d audience

Program agent'a including date(s) and speciic time frames
Cost to participai:ts, if applicable

Number of CEUs earned by completing the program
Requirement(s) for satisfactory completian ~f the program
Name(s) of presenter(s)

Qualification(s) of the presenter{s)

Agenda Content Checklist

Name apd ad.iress of provider

Statement: "An Ohio Department of Education Approved CEU Provider”
Title of program

Date(s) of program

Content of program

Intended learning outcomes

Agenda of the program with specific beginning and ending time frames
for each component

Number of CEUs earned by completing the program
Requirement(s) for satisfactory completion of the program

Name(s) of presenter(s




REPORTING REGUIREMENTS

FEE SYSTEM _.

Two processes. Address Sheets and Electronic Transfer, are available to
providers to report attendance and identify participants of ar approved
program. Providers may use computerized Address Sheets in vhich pro-
gram participants complete at the conclusion of a program by “bubbling
in” their full name. address, and social securily number. One computer-
generated Scan Sheet identifying the name of provider, provider identifi-
cation number, program number, and program title will be sent with the
number of address sheets requested 1o the provider upon approval of a
prcspectus (Appendix A).

Providers opting to use Electronic Transfer must use the procedures out-
lined in Appendix B. The process for reporting program participants
. must be identified on the Prospectus. .

Information supplied by the provider via Address Sheets or Electronic
Transfer will be placed in the individual's CEU file. Accurate reporting
by the provider of participant's involvement in an approved program is
+he min'mum expectation.

A copy of the Participant Evalustion Summary Renort (page 11) form
must be sen: Ly the provider with the Address Sh.ets or Electronic
Transfer. The evaluation items should be the major learning outcomes
identified on the prospectus.

The Address Sheets with accompanying Scan Sheet or Electronic Trans-
fer and the Participant Evaluation Summary Report form are due on a
program by program basis within 30 days following program compietion.

Address Sheets will be mailed to providers as requested on the Prospec-
tus. The fee per Address Sheet is $.07. The processing fee for Address
Sheets or Electronic Transfer is $1.00 per individua! record processed or
a minimum fee of $25.00 (whichever is greater). Programs with less than
25 participants will automatically incur the $25.00 processing charge.
Programs in which 26 or more participants are in attendance will be
charged on a per participant basis.

The provider will be billed for charges which accrue from a given pro-
gram(s) approximately 30 days after the program report is submitted 10
the Division of Inservice Education. This charge will include the
number of Address Sheets requested at the rate of $.07 and $1.00 per
Address Sheet or Electronic Transfer processed or the $25.00 minimum.
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MANAGEMENT OF RECORDS

CERTIFICATE

ON-SITE EVALUATION

9

The Ohio Department of Education will assume responsibility for record keep-
ing. Each provider will receive a monthly report indicating the programis)
reported during a monthly billing period with a listing of prograr participants.
Providers will also receive a yearly report on or about August I, detailing all
programs offered during the previous fiscal year. Records received from the
Ohio Department of Education must be maintained for a period of ten years.

Upon completion of program reporting requirements by the provider. each pro-
gram participant will receive a Certificate of Ohio Department of Ecucatior
Approved Continuing Education Units. The certificate will be mailed directly
from the Ohio Department of Education to each participant at the address indi-
cated on the Address Sheet or Electronic Transfer file. The certificate will
include the title of the program., the date of the program. program number, the
name of provider, and the number of CEUs awarded (Appendix C).

The Ohio Department of Education has a commitment to the provision of qual-
ity CEU programs which result in improved teaching and learning through staff
development. On-site evaluations of CEU programs provide a means of assess-
ing individual programs as well as for evaluating the functioning of the pro-
vider’s educational agency as a whole.

NOTE: Annual renewal of provider status is contingent upon compliance with
the provisions set forth in these guidelines.

SUMMARY OF PROCESS FOR PROVIDERS OF OHIO DEPARTMENT OF EDUCATION
CONTINUING EDUCATION UNITS

Step One: @ Provider submits application to the Ohio Deparcment of Education. Division of Inser-
vice Education, for approval.

Step Two: @ Provider prepares and submits Prospectus, iucluding promotional material and
agenda, a minimum of two weeks prior to implementation of program.

Step Three: ® Provider offers program.
® Provider records participant's attendance.
® Participants are provided with means to evaluate the program.
® Provider evaluates program.

Step Four: @ Provider submits participant information via Electronic Transfer or Address Sheets
within 30 days following the completion of the program.
® Provider prepares anu submits Participant Evaluation Summary Report,

. Step Five: © Participants are mailed certificate.
® Provider receives participant report.
® Provider receives invoice for CEU programs offered.

& 0"
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APPLICATION

FOR PROVIDERS OF OHIO DEPARTMENT OF EDUCATION
APPROVED CONTINUING EDUCATION UNITS

. Ohio Department of Education
Division of Teacher Education &
;gwpgg“ Certification -~ CEU

Duphcate agdit:onal 65 S. Front St., Room 1012
copees for future use! Columbus, OH 43266-0308

Agencies making application for the first time must complete Parts | through 111. Agencies which have been
approved by the Ohio Department of Education in the past need to complete Parts | and 11 only.

PART 1. IDENTIFYING INFORMATION

A. / /
Applican! Agency County Federal Tax ID Mo
B. ' / / /
Maihng Address Cuy Siate Zip
C. / AGD .
Contact Person Position Telephone
D.
For which fiscal year 1s this apphcation iniended?

PART II. COMPLIANCE ASSURANCE

Upon approval of this application, I assure the O%hio Department of Education, Division of Inservice
. Education, that the agency of which 1 am executive officer will comply with the provisions of Admin-
istrative Code Section 3301-22-01.

Chiel Exccutive Officer. Apphcant Agency Daie

OHIO DEPARTMENT OF EDUCATION USE ONLY

Approved. CEU Admimistrator. Oimo Department of Education. Division of Inservice Edscanon

Approval Penod 10 June 30, —

Onio Department of Education Approved Continuing Education Uit Provider |D Number

- e QVET —

750




PART 111. ELIGIBILITY JUSTIFICATION

A. Describe how the training of educational personnel relates to the applicant agency's mission or
purpose.

B. Number of years agency has been providing staff development.

C. Identify the group(s) whi:h wiii be trained and are eligible for certificate or licensé renewal through
the Ohio Department »f Education,

. D. Document previous experience as a provider of inservice education. List not more than three training
events including titles, dates, and number of participants. Please include three references.

1. Previous Experience

2. References (Name, Agency, Address, Phone)
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PROSPECTUS
OF A PROGRAM PLANNED FOR OHIO DEPARTMENT OF EDUCATION

APPROVED CONTINUING EDUCATION UNITS
FORM MUST . .
8E TYPED Ohio Department of Education . .
Duplicate additional Divrision of Teacher Education and Certification
copies for future use! 65 South Front Street, Room 1012
Columbus, OH 43266-0308

PART 1. IDENTIFYING INFORMATION (Prospectus must be filled out completely)

A

Provider identification No.

B.
Provider Agency Name
C. / ! /
Maihing Address City State Zip
D. / /()
Coniact Persen Position Telephone

PART I1. PROGRAM INFORMATION

A.
Program Title

B. / /
No. of Contact Mrs. No. of CEUs Program Site
Datets)

numbers of persons who meet the attendance requirements for this program.

Electronic Transfer ——Address Sheets:

D. List topic(s) or theme(s) to be addressed:

C. Please check (#) the process which will be used 10 report the names, addresses, and social secu; ity

No. Needed

E. List major intended learning outcomes:

F. Identify instructional techniques or strategies that will be used to obtain the intended learning
outcomes:




G. ldenufy the assessment techniques or strategies that will be used to Jetermine the achiesement of
the intended learning outcomes:

. ~~— Adult Development

. — ASsessment

. — Business Managemen!
. —— Career Education

. — Classroom Management
. —— Communication Skills
. —— Computers,

. —— Cooperative Learning
. —— Counseling

. —— Curricuium

. —— Economics

. —— Effective Schools

. —— Effective Teaching

. — Equity Issues

. — Food Service

. — Gifted Education

. —— Health Services

MND OO ~J Ch U Bl e

S

- Vi s

3

1.

H. Program Description (Check one)

12. __ Home Economics

19. .. Industrial Technology
20. — Interpersonal Relations
21, — Intervention

2. —— Kindergarten

23. ____ Labor Relations

24. __ Learning Styles

25. — Legal Issues

26. — Library/Media

27. — Management Skills
28. . Mathematics

29. . Mentor Training

30. — Motivation

31. —_ Non-English Speaking Students

32. . Office Administration

3). _ Oral and Written Communication

34. ___ Peer Coaching

35.
36.
37.
38.
39.
40.
4].
42.
43,
44,
45,

46

47.
48.
49.

30
51

~— Personnel

— Problem Solving

~—— Public Relations

—— Real Estate

—— School Finance

—— School Law

——— School Reform

— Science

—— Social Studies

—— Special Education

—— Supervision of Instruction
. —— Teaching of Reading

—— Thinking Skills

— Trade and Industrial Ed.
—— Transportation

. —— Vocational Education

. e— Other

. List major program presenters’ names and qualifications. Staple continuation page. if necessary.

7(

3.

PART II1. PLEASE STAPLE COPY OF PROMOTIONAL MATERIAL AND TENTATIVE AGENDA FOR
THIS PROGRAM TO THIS FORM,

NOTE: Only prospectus that fully meeis the requirements stated in the guidelines will be considered Jor CEU

credil.
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PARTICIPANT EVALUATION SUMMARY REPORT

FOR PROVIDERS OF OHIO DEPARTMENT OF EDUCATION
APPROVED CONTINUING EDUCATION UNITS
. Ohic Department of Education o .
Division of Teacher Education and Certification

65 South Front Street, Room 1012
Columbus, OH 43266-0308

PART 1. IDENTIFYING INFORMATION

A. /
Provicer Agency Name Provider ldennfication No. & Program No.
B. / / /
Mathing Address City State Lip
C. / /)
Contact Person Posiion Telephone
PART 11. PROGRAM INFORMATION
A.
Program Title
B. / / /
No. of Contact Hrs. Datets) No. of CEUs Program Site

. PART 111. DESCRIBE BELOW OR STAPLE A SUMMARY OF PARTICIPANTS’ EVALUATIONS OF THE
PROGRAM TO THIS FORM.

. (Enclose completed Address Sheets with accompanying Scan Sheet if applicable.)

L N
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DIVISION OF INSERVICE
EDUCATION

IE - 02D

MARKING INSTRUCTIONS

e IEE e

2. First, write the numbers in the rectanyics

3.

above ihe numbered Dubbles. - |

Second, darken the corresponding bubbles
below sach number, as shown on the right —————P~

Thirg, cisarly arese any response et is changed.
Compietely darken the bubbdie for esch number
you mark.

SOCIAL SECURITY NUMBER
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APPENDIX B

CONTINUING EDUCATION UNITS

@ PROCEDURES
FOR
ELECTRONIC TRANSFER

A. File Layout

POSITION DESCRIPTION SIZE PICTURIE
01-11 PROVIDER NUMBER H x (11

12-14 *DEPARTMENT CODE 3 9 13

15-17 PROGRAM NUMBER 3 9 (3

18-26 SOCIAL SECURITY NUMBER—APPLICANT 9 9 (9
27-42 LAST NAME—APPLICANT 16 x (16
43-54 FIRST NAME—APPLICANT 12 x (12

35 ] MIDDLE INITIAL—APPLICANT i x (1

56-85 STREET ADDRESS (1) 30 x (30
86-11S STREET ADDRESS (2) 30 x (30
116-131 CITY 16 x (16)
132-133 STATE 2 x (2)
134-142 ZIP CODE 9 9 9
143-175 FILLER 3 x (31)
*DEPARTMENT CODE:

Certain Okio Department of Education Approved Provider Agencies have been assigned a three digit

Department Code. (The provider numbers of these agencies consist of a total of 14 digits and appear on

the approved application. The last three digits represent the Department Code.) All other providers must
o enter 000 in positions 12-14.

B. Tape/Diskette Requirements

1. General
A. Include a dump of the first five records.
B. Include two copies of the file for each CEU program.
C. Include a log file of tape creation procedures.
D. Attach to the outside of each tape/diskette, a label which contains the agency name, current
provider and program number, all tape/diskette specifications, and DOS version number if a
diskette is used.

2. Magnetic Tape

VAX systems All other sysiems

A. BACKUP Format A. EBCDIC

B. 9-track B. 9-track

C. Density 1600 or 6250 BP] C. Density 1600 or 6250 BP}
D. Labeled (Indicate name) D. Unlabeled

E. 1 or 10 records per block (please specify)

3. Diskette
A. Use DOS Version 3.3 or lower
B. Disk must be 5%, double-density and 1BM Compatible
C. Disks may be single—or double-sided

C. OECN Microwave Network -
. Use the standard procedure for file transfer. Contact Class “A™ Site system Manager for details.

—— OV
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APPENDIX B

(continued)
MAGNETIC TAPES. DISKETTES. AND PARTICIPANT EVALUATION SUMMARY
QUESTIONS MUST BE DIRECTED TO REPORT MUST BE SENT TO
Ohiv Departmient of Education CEU Program
Division of Computer Services Qhio Department of Education
Program Management Section Division of Inservice Education
180 E. Engler Stree! 65 South Front Street—Rm. 611
Columbus, OH 43266-0552 Columbus. OH 43266-0308
614/466-7001 614/466-2979

RN i‘ili'i"'?lﬁi!-"!N?“lllf!ul!l!:ili'l"u:iil'hhhl*!\1!“}"i!!lilill:'!!u!f‘!L‘liliI!I!i?Ll'if‘i‘\':?‘:iiﬁ‘-‘lé!ﬂ!!E!.Ihr'i:l!;lhllh!i:i:‘l:‘]:!“i}lil‘i"l!llihil{

@ertificate of
Qontinuing Tducation Hnits

THIS IS TO CERTIFY THAT

Has participated in an approved program entitled

Provided By:

on and has earmed Ohio Department of Education
approved Continuing Education Units.

Participant's Social Security No. Datae

idsntification No.

9019935

Ship BT GGE O T g




Evaluation
®

"There are two
important reasons to
evaluate staff develop -
ment programs:
accountability and
improvement for future
planning.”

Staff development leaders need to recognize that evaluation is the
most neglected aspect of staff development even though it should be an
integral part of the program. Methods available to the staff development
leader should be part of an on-going, systematic process. Multiple evalua-
tion measures provide the means for assessing improvement of the par-
ticipants. The staff development leader must decide on the investment of
time and resources devoted to evaluation in terms of the anticipated
results and benefits.

Rationale and Purpose for Evaluation

Evaluation is a broad concept. However, it is a value- judgmental
one. It can be 2 process of examination and judgment relative to stan-
dards of value in order to make decisions. It can also identify discrepan-
cies between where one is now and where one would like to be. In any
event, evaluation should be responsive to the needs and goals of a pro-
gram and its participants. It should encompass diverse activities and be
designed to fit specific users and situations.

There are two important reasons to evaluate staff development
programs: accountability and improvement for future planning. Evalua-
tion for accountability documents to an external audience the program
was justifiable, that the human and financial resources expended on the
program were worthwhile. Since s.aff development programs are con-
ducted in order to bring about change or improvement in the staff, assess-
ing the outcomes of the program’s activities will reveal data that support
justification and accountability. Data collected during, immediately after
and through extended follow-up can document the desired change and
answer the question, Did the program accomplish its intended goals and
objectives?

Improvement and change, the basic tenants behind evaluation, is a
second reason for evaluating staff development programs. Improvement
and change are not only considered for future programs, but also for an
on-going program. It is necessary to distinguish between formative and
summative evaluation, as data collection will vary for each type.



Evaluation

Formative evaluation assesses effectiveness while the program is under-
way, allowing for the reinforcement of positive results, correction of
problems and emerging needs to be addressed. Summative evaluation,
occurring at the conclusicn of the program, supplies evidence of overall
program effectiveness and allows for judgements and comparisons to be
made for use in future planning.

17



Evaluation

Planning an Evaluation
There is no one best way to do evaluation. Since evaluation is user
and situation specific, it is important to know in acvance the areas tha
will need to be addressed. To ensure effective use of data collected during
an evaluation, the evaluator must identify aspects and areas that will
guide the plan.
An evaluator should identify:
- the purpose of the evaluation
- the audiences to be served
- critical issues to be addressed
- evidence to be gathered
- techniques to be used in gathering and analyzing the evi-
dence
- possible reporting techniques(Grotelueschen, 1976)

Using these criteria as guidelines during planning will help assure a more
comprehensive evaluation process.

Regardless of the form of the continuing professional education
effort (staff development), the administrator faces the problem of ascer-
taining how well that effort is accomplishing its goal and whether activi-
ties that are engaged in are worthwhile. Some general questions can be
raised, questions with relevance regardless of the specific kind of continu-
ing professional education activity being evaluated (Grotelueschen, 1976).

Have staff development needs been adequately assessed?

d Have reasonable priorities been established among those needs?

Has a program been planned which logically meets the identified needs?
Given these needs and these characteristics of the participants (teachers,
support personnel or administrators), does it logically follow that this
plan would deal effectively with these needs?

How were the continuing nrofessional education activities actually
conducted and what have been their effects?

What actually happened when the plan was put into operation?

Did the activities in fact deal with the needs that had been identified?
How did people respond?

D-d participants learn whar they were supposed to learn?

What departures from the plan occurred? 3

I5



Evaluation

Evaluation Models: Principles and Techniques

The implementation of an evaluation strategy for program
improvement in adult basic education has been outlined by Willing
(1989). According to Willing, once a commitment to an effective
program evaluation has been made on the part of the institution'’s
adminustrative and teaching staff, the following steps should be

taken.

1.

N

A steering committee should be established to review the
evaiuation document. The one include in Willing's article
might be used as a starting point or the committee might use
one developed by the Department of Education’s project for
the Peer Review Teams, or the committee might create their
own tool.

A schedule for the process should be established.

All those who will be invited to provide input should be
identified. It is highly recommended that ail full and part-
time staff, professional and classified, be invited to partici-
pate.

The instrument should be delivered to all participating,
along with an accompanying cover letter which outlines the
purpose, steps, and planned outcomes from the process. A
deadline for return should be set out.

A process for follow-up to insure receipt of return should be
implemented.

A person or persons should be selected to compile the data.
They should be responsible for the creation of a summary
report of the results.

The results should be shared with all those who responded.
A meeting of all those who participated in completion of the
evaluation tool should be called to discuss the finding of the
process. If this is impossible due to size or distance, a repre-
sentative cross-section should be called together. A discus-
sion of the trends that emerged should be conducted.
Finally, the group should identify those issues which have
emerged as most in need of attention for program improve

ment (Willing, 1989, p.5).
4
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Evaluation

Designing Staff Development Evaluation
Evaluating staff development programs generally attend to three
areas of concern: (1) assessing participant expectation and their match
with the programs’ intent; (2) evaluating the procedures of the program;
and (3) assessing the outcomes of the program (Grotelueschen, 1976). A
program evaluation can focus on any or all of these three areas.

@ Evaluating Participant Expectation !

Participants bring certain expectations to the staff development
program. They have predetermined goals to achieve and particular ideas
on what they hope to learn as a result of their participation in the activi-
ties. At the same time, the program developers also have certain expecta-
tions about the program and the intended results that it is expected to
produce. The developers also hold certain assumptions about the partici-
pants. It is important that these separate expectations be congruent in
order to ensure maximum benefit of the program. The most logical, and
least disruptive, time to match participant expectation with program
intent is during the staff development planning stage when needs are
being assessed. This allows time for adequate changes to be made that
will reflect participant expectations. An appendix in this section of the
guide presents a sample open-ended questionnaire that may be altered to
fit the specific need of a program.

Matching expectations with intent can also be done at the opening
of a program. Doing it at this time assumes that the program director has
the capability of changing the activities as they proceed. This is formative
evaluation: assessing effectiveness while the program is underway. An
appendix in this section of the guide presents a sample of a short
opinionnaire asking participants to comment on their expectations of and
reasons for attending the staff development program.

fi



Evaluation

Contributing to summative evaluation data, it is necessary to ask
participants to comment on their experience immediately after the
completion of the program. Requesting this information at the end of the
activities requires the participant to reflect on the realization of their goals.
An appendix in this section of the guide presents a sample opinionnaire
asking participants to assess the extent that the activity met their expecta-
tions.

In the attempt to meet the expectations of particip.nts, the program
developer not only maximizes the beneficial outcomes of the program, but
develops a sense for participant ownership. Through the collaborative
effort of requesting the participant's opinions, it is being made obvious
that their judgements are valued and thei: input is expected. This partici-
patory evaluation enables the participant to see the value of evaluation.

‘ @ Evaluating Methods and Techniques '

A second area of concern often attended to in staff development
evaluation is evaluating the methods and techniques used i the delivery
of the program. As an on-going process to collect evaluation data, evalu-
ating methods and techniques will produce valuable insight for account-
ability and future planning. Factors affecting evaluation of methods and
techniques concern their relevancy to the program goals and objectives
and the scope and sequence of the program (Grotelueschen, 1976).

Methods and techniques must be related to the goals of the staff
development program. For example, if the goal of t~ program concerns
alternative forms of learner assessment, then a delivery method and
learning technique, such as a workshop and demonstration, would be
appropriate. They must match in order to achieve maximum benefit of
the program.

1]




Evaluation

Some appropriate group methods for staff development programs
are: discussion, lecture, short course, workshop, conference, seminar,
study group and problem solving sessions. Some appropriate techniques
may include brainstorming, role playing, skit, demonstration and simula-
tion. An appendix which matches appropriate methods, techniques and
devices with various learning goals is included in the section on imple-
mentation of this guide.

Scope and sequence is another important factor affecting evalua-
tion. Tre scope of the program's activities must include enough content to
be considered worth the resources expended, but not too much so that the
participants end the program feeling overloaded with information. A
maximum amount of content can be introduced if it is presented in a
logical sequence. There is a hierarchical segmence of prerequisites that
must be followed. If not, the participant may not achieve the intended
program outcomes. An appendix in this section of the guide presents a
sample of a questionnaire requesting participants’ feedback on the rel-
evancy of the methods, techniques, scope and sequence.

@ l Evaluating Qutcomes I

Since the main objective of staff development is to produce change
and improvement in the instructional activities of teachers of adults,
evaluating program outcomes is a very integral part of knowing whether
the program was effective. Evaluating output places the emphasis on
results and focusses on the impact of staff development and its effect of
the participant (Lauffer, 1979).

Evaluating outcomes, to be most effective, should be done immedi-
ately at the conclusion of the program and through long-term follow-up,
allowing for the intended changes to be implemented in the instructional
activities for the adult learner.

The intended outcomes of the staff development program are
changes and improvements in the participant's attitude, knowledge base
and skills (Lauffer, 1979); Grotelueschen, 1976). Attitudes are usually
stable and do not change easily. Because of this, follow-up several

7
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Evaluation

months after the program is necessary in order to give the participant time
to implement changes. To document change in attitudes, it is best to make
the participant aware of change in attitudes, it is best to make the partici-
pant aware of their pre- and post-program attitudes through the use of a
scaled opinionnaire. An appendix in this section of the guide presents a
sample of an instrument that can be used to measure such change.

Change in the knowledge base of program participants is another
intended outcome of staff development. In order to accomplish this, the
different ways of knowing must be ccnsidered (Grotelueschen, 1976).
Knowing can mean being aware, being able to explain or being able to
compare. Change in these ways of knowing can be documented in a
variety of ways. Increased awareness can be indicated by identifying and
comparing pre-program knowledge with post-program knowledge on the
topic and attributing the change to the activity.

Being able to explain or teach about the topic can indicate acquired
knowledge. This can be documented by observing the participant incor-
porate the acquisition in a demonstration or teaching situation. An alter-
native to observation, written explanations of the participant's under-
standing of the topic of concept can also indicate a change in knowledge
base.

Comparison is a third way of demonstrating a change in knowl-
edge. Documentation of this outcome may include written explanation by
or observation of the participant describing the topic concept by contrast-
ing it with prior knowledge.

Identifying and documenting changes and improvements in a
participant’s knowledge base can be difficult, requiring more than a quick
questionnaire or opinionnaire. To document an increase in this area, an
evaluator will need to employ methods that may require a large commit-
ment of time.

Looking for evidence of a change in skills of participants requires
two perspectives. Participants can know about a skill but not know how
to demonstrate that they know it. Acquisition of new skills takes time.
Implementation can be documented by observation and demonstration.

113



Evaluation

A staff development Since the intended purpose and whole reason for staff development
evaluation should include s to implement changes and improvements in attitudes, knowledge base
the following three areas e . . . .

and skills into improved instruction for the adult learner, assessing the
outcomes of these newly acquired changes is crucial to staff development
' 1 Paticipant evaluation. Investment of appropriate evaluation methods, even though
! Expectation time consuming, will yield data that is more information rich, valid and
’ credible than other quicker methods.

| 2 Methods and

Q ! l‘i




Evaluation

Description of Evaluation Methods

Intended outcomes, and even unintended outcomes, must be
monitored or measured. A method used to measure outcomes must be
appropriate to the specific situation and topic of the staff development
program. Following is a description of several types of evaluation meth-
ods that might be used to assess outcomes. These suggestions are not
inclusive and many other combinations of possibilities do exist. It is
important to use more than one type of method as this will increase the
validity and credibility of data.

Formal Testing
A zelf-scoring type of pre- and post- testing on the topic of the staff
development program can be administered to the participants. Compar-
ing the differences, the changes in attitudes, knowledge base and skills
can be attributed to the effects of the program.

Simulation
Helpful in determining changes in knowledge base or skills, simu-
lations put participants in situations that require decision making using
newly acquired knowledge and skills. This method infers the possession
of the knowledge or skills by observing the responses of the decisions.

Demonstration
This involves performing a specific act to indicate change or im-
provement in attitudes, knowledge base or skills. Demonstration is espe-
cially appropriate to show the acquisition of new skills.

10
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Evaluation

There are several
types of evaluation
methods to assess
outcomes including
the following:

m Formal Testing
Simulation

M Demonstration

M Obsservation

Observation

Observing the participant in the classroom of adult learners can be
a valuable method of assessing outcomes. Employing a checklist of behav-
ioral indicator with narrative comments is a comprehensive way to docu-
ment changes in attitude, knowledge base and skills. Some changes
require long periods of time to implement and therefore extensive obser-
vations may be necessary. Observations can be conducted not only by an
evaluator, but also by administrative pesonnel and peers.

Participant Self-Assessment
This method can produce insight as to the extent the participant

will implement the newly acquired attitudes, knowledge and skills. Self-
assessment provides the participant the opportunity to describe their own
sense of change and - ow the change has affected their own needs. Writ-
ten evaluation, in the form of questionnaires, opinionnaires, logs, journals
and subjective satisfaction scales, are appropriate techniques to document
these changes.

Interview
Working with a predetermined set of questions, an evaluator can
collect rich data through interviews. Interviewing participants provides
an opportunity for the evaluator to assess individual judgements and
responses. This method is time-consuming but can be kept reasonable by
interviewing a random sample of the participants.

m Participant Self-Assessment

m Interview

11



Evaluation

Content-Input-Process-Product Evaluation Model

The Context-Input-Process-Product (CIPP) evaluation model,
developed by Stufflebeam, provides a means of focussing evaluation
planning on the staff development program as a whole, not just the final
outcomes. This model recognizes and addresses the program'’s origins,
implementation and continuing operations as well as its achievements.
Developed as part of the initial program design activities, the CIPP model
helps to assure that the appropriate data is collected and diverse elements
of the program are addressed.

Context

The concern is to identify and provide direction for the program.
Have the goals of the program been defined? Do the program's opera-
tional objectives delineate how instruction is to occur? Is the program
compatible with the needs ot :he participants?

Input

Input zddresses the availability and appropriateness of resourccs in
meeting the program’s needs. Are adequate materials available for the
program? Are they interesting, stimulating, easy-to-use and cost effec-
tive? Are the instructional techniques and materials appropriate for the
intended outcomes?

Process

The concern is to ensure program development and implementa-
tion is congruent with the goals. Has instruction been developed based on
goals? Do program activities reflect program goals? Are the planned
resources actually being used? Is there a need for additional resources not
originally planned for?

12
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Evaluation

@
D Product

Product examines program outcomes. Did the attitudes, knowl-
edge base and skills of the participants change and improve? Were the

% N
¢4'} methods and techniques appropriate to achieve the intended outcomes?
-$ Are the participants implementing the changes and improvements in the
a

N instructional activities of the classroom?
“The CIPP model o . . ‘
helps to assure that the An appendix in this section of the guide presents a sample form
ﬂpgmﬂgﬂ“ xf? is  that may be used to organize the areas that will need to be addressed in
coilected and diverse . .
elements of the staff development program evaluation. Itis only a suggested form, as are

program addressed.”  all that are offered in this section of the guide, and should be changed to
meet the specific situation and use of the program.

13
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A Sample Evaluation Tool

One sample instrument oftered by Willing (1989) includes the the follow-
ing elements and standards.

Staff Development

Flement 5.1

Standard 5.1.1

Standard 5.1.2

S:andard 5.1.3

Element 5.2

Standard 5.2.1

Standard 5.2.2

Standard 5.2.3

Standard 5.2 .4

There is a plan for program and staff development.

The finding of program evaluations are used to iden-
tify program development needs.

A formal needs assessment is periodically conducted
among staff and faculty to ascertain training needs
and priorities.

Student recommendations are considered when
designing training programs.

Staff development activities are planned throughout
the year to meet diversified needs of faculty.

Provisions are made for conducting an orientation
and/or preservice training for newly appointed staff.

Trends and development in adult education pro-
grams are regularly disseminated and discussed with
staff.

Outside resource personnel are utilized as needed.
Local staff are provided opportunities to share their

expertise, research finding, and materials at desig-
nated meetings.



Standard 5.2.6 Staff development activities are evaluated to deter-
mine effectiveness. (Willing, 1989, p.8)

Standard 5.2.5 The institution budgets funds for staff development *
activities.




Participant Expectations and Needs

In an effort to design programs that meet the expectations and
needs of the staff, please respond to the following:

1. What topics would be beneficial to you?

2. What benefite would you expect from a Program on the above
topics?

3. How would participation in a program affect your
responsibilities as an instructor of adult learners?

4. On what days and at what times would participation in a
pProgram be most convenient?




Opinionnaire on Reasons and Expectations for Participation

Listed below are some reasons for this staff development program.
Plaase indicate whether you agree (A), are uncertain (U), or
disagree (D) with each one.

1. A U D {topic of program) is one of the most
important problems facing adult basic education.

2. A U D ABE teachers/administrators need training in
{topic of program)

3. A U D The ABE program would benefit greatly if teachers/
administrators knew more about (topic of

program) .

4. A U D The ability to {topic of program) is very
important to the ABE teacher or administrator.

5. A U D Understanding {topic of program) might
result in greater acceptance and use of it.




Opinionnaire on Participant Achievement of Personal Goals
. and Expectations

As an ongoing process to evaluate the effectiveness ©of the staff
development program, your feedback is desired.

1. Identify your personal goals and objectives for
participating in the program's activities.

2. In what way(s) did the program contribute to the achievement
of your goals and objectives?

3. In what way(s) did the activities inhibit achievement of
your goals and objectives?

4. How did your expectations and goals change as a result of
participation?

5. How did the program's objectives match with Your personal
goals and objectives?

6. To what degree do you feel your persovnal goals and
objectives for participating were met?

not at all hardly somewvhat mostly very much

1.3




Questionnaire on Relevancy of Procedures

Indicate to what degrae you feel the methods, techniques, scope
and sequence were relevant to the program's activities.
1. The materials provided were an important resource.

not at all hardly somewhat quite very
2. Indicate the quality of instruction.

poor low average high excellent
3. The methods were appropriate for the activity.

not at all hardly somewhat quite very
4. The topic was covered thoroughly.

not at all hardly somewhat quite very

5. The instruction was paced appropriately.

poor low average high excellent
. 6. The activity was properly sequenced.
not at all hardly somewhat quite very

7. The presentation of the topic was stimulating.
not at all hardly somewhat quite very
8. The methods of presentation were appropriate.
poor low average high excellent
9. The presentation was well orgarized.
not at all hardly somewhat quite very
10. The information presented was new and informative.

not at all hardly somewhat quite very




Opinionnaire on Attitudes toward staff Development

The following scale has been designed to help you realize and
determine your change in attitude toward the program activities
and benefits. cCircle the one most appropriate.

SA - strongly agree A - agree N - neutral or undecided
D - disagree SD - strongly disagree
1. My attitude toward (topic of the program)

is more favorable than it was. SA
2. I do not need to learn more about my

area of expertise. SA
3. Participation helped me to add to my

repertoire of activities. SA
4. I do not need to learn mora in order

to do an effective job. SA
5. I enjoy learning more so that I can

be a more effective teacher. SA
6. I see little benefit from participating

in staff development programs. SA
7. I look forward to implementing what I

have learned by participating. SA
8. Increased participation in the program's

activities would have enhanced my learning. sSaA
9. Due to the well-planned program, learning

was maximized and beneficial. SA

SD

SD

SD

SD

SD

SD

SD

SD

SD



Assessing Participant outcomes

In order to assess how participation impacted your
responsibilities as an instructor of adult learners, Please
respond to the following:

1.

In what ways did the program contribute to your existing
knowledge or skxills?

In what ways did the program give you new insights on how to
improve your instructional responsibilities?

Please describe in what ways you plan to implement in your
instructional activities what you have learned from
participating in the staff development program.

How has participation in the program made you feel more
competent as a teacher of adult learners?

1.6



Extended Assessment of Program Impact

In the attempt to assess the impact of the recent staff
development program on your instructional activities, please
respond to the following questions:

1. In what ways have you been able to implement what you gained
from participating in the program?

2. Indicate any outcomes that you can associate with this
implementatios.

3. Indicate any factors that have prevented implementation of
what you learned.

4. Have you been able to share what you have learned with any
of your colleagues? In what ways?

5. Overall, how has participation in the program improved your
teaching activities?




CIPP Evaluation Plan

Concerns to Data Collection

Address Method/Form

CONTEXT

goals

needs

instruction

INPUT

resources

instruction

@ o=
activities

resources

PRODUCT

outcones

follow=-up

I8




Resources

The ERIC System

The Educational Resources Information Center (ERIC) is a national
information system funded and operated by the National Institute of
Education. The system consists of sixteen clearinghouses nationwide, and
its goal is to identify, select, process and disseminate information in edu-
cation. The ERIC Clearinghouse on Adult, Career and Vocational Educa-
tion (ERIC/ACVE) provides comprehensive information through com-
puter searches of the ERIC data base. ERIC/AVE is located at the Center
on Education and Training for Employment, The Ohio State University.

Information of interest to ABE Staff Development Directors can be ob-
tained from ERIC/AVE.
For further information, contact:

User Services Coordinator

ERIC Clearinghouse on Adult, Career, and Vocational Education
The Center on Education and Training for Employment

1900 Kenny Road

Colurnbus, OH 43210-1090

614/292-4353

800/848-4815

FAX: 614-292-12€¢ 4
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Resources

Literacy Volunteer Contact Information

National Crganizations:
Laubach Literacy Action

1320 Jamesville Avenue, Box 131
Syracuse NY 13210
315/422-9121

Literacy Volunteers of America, Inc.
5795 Widewaters Parkway
Syracuse, NY 13214-1846
315/445-8000

State Contacts:

. Ohio Literacy Network
1500 West Lane Avenue
Columbus, Ohio 43221
614/486-7757

Literacy Volunteers of America, Inc.
c/o Dr. Kevin Freer

Ohio State University

160 Ramseyer Hall

29 West Woodruff Ave.

Columbus, Ohio 43210-1177
614/292-5037
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Attached is a 1ist of persons who have been trained in the past two years to
provide training for adult basic education instructors. In response to the
number of requests for consultants in these subject areas, the Adult and
Community Education Section funded training for these persons. You are
encouraged to take advantage of their expertise. Their time is available to you
at the regular approved rates for consultants, $25 per hour.

A 1ist of new special projects, some of which will result in training, is also
attached so that you will know what kinds of training will be available to you
in the coming year. Some will provide training for trainers; some will train

directors or teachers directly. Information will be forthcoming from the grant
recipients.

If you have questions, please cal) Connie Ackerman at 614-466-5015.
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FANILY LITERACY
TEACHER-TRAINERS

Michelle Adams
6Bl14 Cedar Ridge Trail

Clinton, Ohio 44216

Fraﬁces Allgood
P.0. Box B424
Akron, Ohio 44300

Sandra Bengert
7313 Red Coat Drive
Ramilton, Ohio 45011

Leone Bihl
7481 Cody Road
Hillsboro, Ohio 45133

‘nn Braun

385 N. Monroe Road
Xenia, Ohio 45385

Adele Christel
179 Scottwood Avenue
Norwalk, Ohio 44857

Carol Dean
16B9 Wilderness Ridge
Milford, Ohio 45150

Annette Ehrnfelt
12196 Park Cliffe Road

Strongsville, Ohio 44136

Marion Fischels
.0. Box 31
Otway, Chio 45657

Joan Gray
BS5 Marilvn Drive
Kent, Ohio 44240

Carolyn Gorss
Rer. 3 Box 82
lucasville, Ohio 45648

Carolyn Hastings
819 Wise Road
Lynchburg, Ohio 645142

Mary Ann Kerwood
624]1 Cheryl Drive
Concord Township, Ohio 44077

Angela lee
3374 Ashby Road
Shaker Heights, Ohio 44120

Linda lucas
2225 Hazel
Zanesville, Ohio 43701

Helen Meyer
12827 U.S8. 24

Ottawa, Ohio 45875

Johanns Mike
5734 Firecrest Circle
N. Ridgeville, Ohio 44039

Cheri Mills
5082 Coldbrook
Mantua, Ohio 64255

Jane Peeples
6401 Stoll Lane
Cincinnati, Ohio 45236

Kay Roller
4736 Diane Drive
Ashtabulas, Ohio 44004

Caroline Roos
2310 Kreisel Road
Kingston, Ohio 45644

Carel Rorick
2953 Sawyer Drive

Grove City, Ohio 43123

Sue Shontz
523 Linceln
Huron, Ohio 4&B139

Thelma Slater
807 - 17th Street, NE
Massillon, Ohio 44646

Peggy Webbd
678 Chestnut Street
Conneaut, Ohio 44030

Catherine Wolters
5812 Salem Pike
Cincinnati, Dhio 45230

Jenifer Woolf
€36 Saxony Drive

Xenia, Ohio 45385



Margaret Bible
4392 Eos 148
East Liberty, OM 43319

Lois Borisch
12003 Easgle Scout Court
Cincinnati, OH 45242

Kathy Couture
8983 Blue Jay Lane
Mentor, OH 44060

Lois Cunpningham
474] Good Road
Seville, OH 44273

Marlene Dallow
2900 Woodridge Lane
Stow, OB 44224

iaanne Dellar
1116 Eastgate Drive
Cincinnati, OH 45231

Ann Farell
PO Box 25
Lafferty, OH 43951

Fran Holthaus
303 Hall Street
Sidney, OH 45365

Roxann Hutchison
128 Lakeview Lane
Chagrin Falls, OH 44022

Jan Kotwis
437 Perkinswood NE
Warren, OH 44483

Betty larger
22151 Dorothy Road
Minster, OH 45865

Evonne McFarland
1490 Helma Avenue
Hamilton, OH 45013

Leanore Nagel
2111 Acacia #621
Lyndhurst, OH 44124

Family Literacy Teacher-Trainers
(2nd Institute)
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Kathy Petrek
259 Carwen Avenue
Hamilton, OH 45013

Kathleen Rider
PO Box 4081
Warren, OH 44482

Lorraine Starkey
11510 Folkstone Drive
Cipcinnati, OH 45240

Jody Steuer
3726 Elmhurst Road
Toledo, OH 43613

Mary Ann Taylor
2C20 Sherman Avenue
Norwood, OH 45212

Maria Wagenbach-Ball
2111 Tremowt Road
Columbus, OH 43221

Ann Weaver
5026 Willowcrest Road
Willoughby, OH 44094

Myrtle White
4101 Edgewood Drive
Lorain, OH 44053



MATE TEACHER-TRAIKERS

. il Abbey
13 € Brunswick Drive

Elyria, Ohio 44035

Francis Alexander
1816 Harrison
Sandusky, Ohio 44870

Glen Bayless
218 E. lé4th Street
Elyria, Ohio 44035

Leon Bevins
2567 Hunting Run Road
lucasville, Ohio 45648

tricis Bilyeu

th Sand Hill Road
llsire, Ohio 43906

Lois Borisch
12003 Eagle Scout Ct.
Cincinnati, Ohio 45242

Barbara Calton
B25 Briar Ct.
Loveland, Ohio 45140

Gerry Cordier
Re. 4, Box 491

Lucasville, Ohio 45648

Therese Farber
8472 Bender S.W.
varre, Ohio 44662

Sharon Feyedelenm
1110 §. Main
Huron, Ohio 44839

Nella Flack
2908 Lincoln St.
Struthers, Ohio 44471

Cindy Crantz
10 Tiffany Ct.
Hamilton, Ohio 45013

Pauls Savage
9151 County Road L

Delta, Ohie 43515

Steve Buerschen

Warren Co. Office of Education
416 South East Street

lebanon, Ohio 45036

Greg Herroor
3495 N. Washington Rd.
Piqua, Ohio 45356

Fran Holthouse
Upper Valley JVS
8811 Career Drive
Piqua, Ohio 45356

Patricia Budson
1870 Little Road
Jamestown, ODhio 45335

Patricia Runter
717 White Osks Drive
Oxford, Ohio 45056

April Huntington

Cuyahuga Falls City Schools
2300 Fourth Street

Cuyahoga Falls, Ohio 44221
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Sue Lashbrook
Re. ¥, Box 333
Lucasville, Ohio 45648

Cynthia Lewis

77375 Freeport-Tippecanoe }

Freeport, hio 43973

Lorene Marton
134 Elawood S.W.
Massd]llon, Ohio 44646

Sara Mever
3374 Road 8, Rt. 3
Leipsic, Ohio 45856

Jiami McIntosh
4900 C Long Acres
Cincinnati, Ohio 45245

Pamela Simpson
1532 N. Detroit Street
Xenia, Ohio 45385

Mary Jane Stephens
1662 Forwood Trail
loveland, Ohio 45140

Jennie Webd
4146 Emerick
Middletown, Ohio 45044



ESL TEACHER-TRAINERS

d . ‘tricia Adams

2300 Seneca Drive
Troy, Ohio 45373

Cindy Bagocius
4412 Hickory Trail
Stow, Ohio 44224

Janine Brimbal
3C05 colridge Road

Cleveland Hts., Ohio 44118

Susan Cann

1131 N. Columbus Street

Lancaster, Ohio 43130

“arol Drugherty
. 232 Sbhady lane
Salem, Ohio 44460

Jim Grover
2418 01d State Road
Newalk, Ohio 44857

Carol Kedler
2348 Cheltenham Road

Toledo, Ohio 43606

Fran Rolthaus
303 Hall Street
Sidney, Ohio 45363

Sandra Hopple
2849 Chippendale, N.W.
1wsillon, Ohio 44646

Wendy Johnson
6705 State Rt. 134

Lynchberg, Ohio 45142

Rosemarie Kascher
2241 Goleta Avenue
Youngstown, DOhio 44504

Eileen Kearns
7225 Cherry Street
Independence, Ohio 44131

Amy Krabbe
8772 Mockingbird Lane
Cincinnati, Ohio 45231

Andrea Loagauer
1273 Granger Road
lakewood, Ohio 44107

Bill Miller
29016 Bassett Road
Westlake, Ohio 44145

Mar jorie Roberts
2213 S. Breoadway
Geneva, Ohio 44041

Eileen Spada
1474 Wager Road

Lakewood, Ohio 44107

Sally Wilson
2340 Seneca Drive

Troy, Ohio 45373
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Project Title:
Purpose:

Grantee(s):

Project Title:s
Purpose:

Crantee(s):

Project Title:

Purpose:
Grantee(s):
Project Title:

Pur; ose:

Grantee(s):

Project Title:
Purpose:

Grantee(s):

Project Title:
Purpose:

Grantee(s):

Project Title:
Purpose:

Grantee(n)s

ADULT BASIC EDUCATIOR SPECIAL PROJECTS
1991-92 Program Year

Adult Basic Education New Teacher Training
To provide training for new adult basic education teachers
and instructional aides which will prepare them to recruit

students, provide instruction in a2 manner that promotes retention,

and offer appropriate counseling.
Cleveland Heights~University Heights City Schools

Adapting Adult Basic Education to the Needs of the Workplace
To provide training to assist ABE program planners to develop
and implement workplace literacy programs.

University of Cincinnati

The Center on Educatisn and Training for Employment at OSU

Strategies for Serving Hearing and/or Visually Impaired Adult
in Adult Basic Education

To develop and implement an instructional program for the
hearing impaired and/or the visually impaired and to produce
a guide based on that experience.

Columbus Speech & Hearing Center

Deve lopment of Reading Materials for Adult New Readers
To develop & collection of stories for beginning readers
based on students' writings and/or oral transcriptions.
MonDay Community Correctional Institution

Athens County Board of Education

Development of an Adult Basic Education Statewide Program
Evaluation System

To develop and pilot a system to evaluate the statewide impact
and effectiveness of Adult Education Act funded ABE programs.
The Ohio State University

Strategies for Recruiting and Retaining Young Urban Minorities
To plan, implement, and evaluate strategies for recruiting
and retaining young urban minorities eligible for adult basic
education and to train administrators and instructional staff
in Ohio's eight major cities in use of those strategies.

Creat Oaks Jrcint Vocational School District

Training for ASBE Staff Development Directors

To acquaint ABE staff development directors with a theoretical
model for staff development that includes opportunities for
demonstration, practice, feedback, and coaching.

The Ohio State University
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Project Title:
Purpose:

Grantee(s):

Project Title:
Purpose:

Crantee(s):

Cooperative Services Model Project

To develop and implement a joint services plan linking adult
basic education with public libraries, community action agencies,
private industry councils, private literacy organizations,

or another similar agency.

Sinclair Community College/Project READ

Counseling Strategies for Goal Attainment

To train teachers, coordinators and recruiters in strategies
that will increase student retention and goal attainment.
Clermont County Office of Education
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